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CHAPTER I

INTRODUCTION

Statement of the Problem

Saudi Arabia is undergoing vast and essential changes
economically,

politically,

culturally, and technologically.

The increasing royalities from oil have provided the
government with considerable economic abilities to cope
with the challenges of modernization and development.

In

1972 the coun t r y ’s net income from oil was only four
billion dollars.

In 1973 the income reached seven billion

and in 1974 a striking twenty-eight billion dollars which
is far more than the country can absorb.^The purpose of presenting these figures is not only
to introduce the reader to the financial strength of the
country but also to point out the vast responsibilities
of the public service in shouldering the task of
modernization and development.

^The main economic resource of Saudi Arabia is oil.
It constitutes 95 percent of the government annual income.
The reason for this unusual increase in income was due to
the sudden increase in the price of oil in the inter
national market during 1973-74 when the price of a barrel
of oil jumped from $3.5 to $11.
See the Time Magazine,
January 6, 1975, pp. 5-10.

2

In developing countries the civil service plays
n key role in the processes of economic,
political development.

social and

Its capacity is critical to

the power of government to undertake these changes.
It is the keystone of the political and administrative
structures in these societies.

It stands at the center

of the governmental process.
Hence, the Focus of this study is how can the
civil service in Saudi Arabia develop the capabilities
to execute governmental policies meaningfully and
effectively.
It is a critical study of the civil service of
Saudi Arabia.

Its-first objective is to provide a

thorough and critical analysis of the evolution of the
personnel administration in the country since the
emergence of modern Saudi Arabia in 1902 to the present
time.

Thus the personnel system will be traced to its

original Western model.

The study will demonstrate

that the basic pattern of the present Saudi Arabian
civil service system is an imitative rather than an
indigenous one.

It has its origin in Western culture.

The second objective of the study is to provide a
critical analysis of the various functions of the present
personnel system.

Thus the General Personnel Bureau

will be examined with respect to its structures,
functions,

organization, and performance.

3
The third objective is to examine the impact of
the present economic boom on the civil service.

It is

the assumption of this author that the present economic
boom has hindered the capabilities of the civil
service to cope with development and change effectively.
The last abjective is to contribute to better
understanding and better explanation in comparative
administration.

Through the analysis and assessment

of the Saudi Arabian civil service the author hopes to
shed some lights on the problems and difficulties facing
administrators in developing countries.
As the case with many changing societies,

the

bureaucracy of Saudi Arabia still suffers from major
shortcomings such as lack of effective organization,
lack of skilled manpower,
corruption,

lack of efficient planning,

nepotism and lack of communication.

The

general shortcomings and inadequacies of Saudi A r a b i a ’s
bureaucracy have been discussed in a number of reports,
2
books, articles and conferences.
But an attempt to
2

See [A] Norman C. Walpole and fed] Area Handbook
For Saudi Arabia [Washington D.C., 1966] pp. 141-143.
[B] Ibrahim M. Al-Awaji "Bureaucracy and
Society In Saudi Arabia" [University of Virginia:
Ph.D.
Dissertation, August 1971].
[C] George A. Lipsky, Saudi A r a b i a : Its P e o p l e ,
Its Society and Its Culture [Harf Press, New Haven,
1959] p. 120.
[D] Nihad Ghadri "The Great Challenge [1968]
pp. 66, 67.
[E] Gerald de Garry,
"F a i s a l : King of Saudi
Arabia [Fredrick A. Praeger, New York, Washington 1966],
pp. 94-95.

critically analyze Saudi A r a b i a ’s present civil service
as an effective mean for development and change has never
been made before.

Furthermore a thorough analysis of

the entire civil service system is a pre-requiste for
major reform and innovation.
Hence the major hypotheses of this study are:
First:

as a result of the present economic boom

and the increasing demands on public employees, the
public personnel system has suffered major setbacks in
its organization and its capacities to cope with
development.
Second:

the adaptation of new organizational and

technological methods which have proved to be efficient
in Western countries without regard to educational and
cultural differences is hindering the capabilities of
the system to play its role in soci-economic growth.
Third:

the lack of specialization and placing

the right man in the right job is a major cause of
disorganization and low performance in the various
ministries and governmental agencies.
Fourth:

deficiencies in performance also are

caused by the lack of communication in the work place.
The general tendency of supervisors and government
managers to isolate themselves socially from their
employees have caused lack of understanding between the

•two groups which result generally in negligence and
carelessness on the part of employees.
FiFth:

the unwillingness on the part of the

heads of agencies to accept new methods and to make
changes in the structures and Functions oF their
departments is a major cause oF the lack oF eFFiciency
in the government.

This conservative attitude is

widely shared among senior oFFicials and elder
bureaucrats and it is greatly inFluenced by cultural
and social aspects.
Sixth:

the lack oF eFFective training and sound

educational programs are major shortcomings in the
system.

The shortage oF adequately trained personnel

is related to the relatively recent development oF the
educational system which itselF still suFFers major
drawbacks in personnel,

Facilities and eFFective

organization and coordination.
On the basis oF the Finding oF this research,

the

last chapter oF the study is devoted to comprehensive,
recommendations For improvement oF the personnel system.
The improvements aim speciFically at FulFilling Saudi
A r a b i a ’s administrative needs a s determined by its
culture and historical heritage within the limits set
by its natural and human resources.

It is hoped that

such recommendations would increase the capabilities

6

of the system to adopt changes and to cope with the
challenges of modernization meaningfully and effectively.

The Significance of the Study

The government of Saudi Arabia is involved heavily
in tremendous scope of activities many of which are
regarded in other countries as private sector activities.
Hence in understanding the need for improving the public
personnel administration of the country,
an awareness of this critical fact.

there must be

In general it can

be said that with the exception of agriculture and trade
sectors and some units of the service sector, the central
government operates directly or is closely involved in
the operation of most activities in the country including
the oil industry, the airline,
universities,

hundred of schools and hospitals,

steel industry,
etc.

the railroad, all

chambers of commerce,

the

road construction,

Without the government all things equal a

significant portion of activities would not take place.
Therefore, an inefficient personnel administration
retards progress.

The introduction of greater

efficiency in public administration should increase
the pace of achieving development.

An effective and

well organized civil service in the country is a requiste
for social and economic progress.

Moreover an attempt to critically analyze Saudi
A r a b i a ’s civil service and demonstrate its crucial ral
in affecting social and economic growth has never been
made before.

Thus the significance of this research

lies in filling this major gap as well as in providing
better understanding in comparative administration.

The Limitations of the Study

There are certain limitations on undertaking a
research task on public administration in a country
like Saudi Arabia who was virtually unknown to the
outside world as recently as the 1950s.
the Ministry of Finance,

One agency,

carried on most government

business until the early 1952.

The Council of

Ministers the country’s legislative body was not
formed until the end of 1953.
phenomena in the country.

Education is a recent

The scarcity of persons

trained to carry out program activities has prevented
the proper staffing of most government agencies.

Unti

now there are no official reports on the population of
the country.

All reports are based on estimation

ranging between three to ten million.
All these facts create recognizable limitations
on this study.

First:

very little research has been

done about the public administration of Saudi Arabia.
Most research about the bureaucratic aspects of the

country has been done by the Institute of Public A dmin
istration of Saudi Arabia and by outside consultants
such as the Ford Foundation and some U. N. agencies.
However most of these reports are sketchy and lack
comprehensiveness.
Second:

The scarcity of reliable resources.

data are confidential and unobtainable.

Many

Even those

reports conducted by outsiders such as the Ford
Foundation and the U. N. are also restricted.

The

author found difficulties with officials in both
agencies to obtain data on the Saudi Arabian public
administration.
Third:

there is one statistical department in

Saudi Arabia which report all governmental activities.
This department was established recently and is not
adequately staffed and parts of its statistical reports
are based on estimation.

METHODOLOGY

The main sources of data for this study will be:
1]

Government documents,

S]

reports and publications

The Institute of Public Administration of

Saudi Arabia
33

The General Personnel Bureau of Saudi Arabia

4D

Interviews with political officials and

government managers in the country
5]

All available published research on the

government of Saudi Arabia.
The author also will depend on the knowledge gained
in his thirty-seven years as a citizen of the country,
as a civil servant with the Ministry of Commerce and
Industry, as a teacher at King Abdel Azizz University
in Jeddah, Saudi Arabia, and finally, as general
director of administration at the same university.
To obtain the most current available data, the
author spent ten weeks in Saudi Arabia,
1975 to February,

1976.

During this time he conducted

eighty-three interviews with ministers,
ministers,

from December,

deputy

government managers, and middle and lower-

level employees in the civil service.

The Drganization of the Study

The study is divided into three main parts.
one is concerned with reviewing the literature.
consists of one chapter namely Chapter II.

and V.

It

The

second part of the study is historical in nature.
includes three chapters namely Chapter III,

Part

It

IV,

The third part critically and thoroughly analyzes

the civil service of Saudi Arabia.

It includes

10

Four chapters,

i.e., chapters six through nine.

The

Following constitute a brieF description oF the
discussion oF each chapter.
Part I contains chapter two.
Chapter two contains a review oF the literature on
comparative public administration with particular
attention to administrative development in the new
nations.

This chapter is organized in a way that the

review oF the literature covers three main interrelated
topics.

All three are directly related to the

objectives oF this thesis.

The First is concerned

with the evolution oF comparative administration.

It

examines thoroughly and critically the traditional
approaches to comparative government and administration
and the various changes that occurred in the Field over
time.
The second part oF chapter two reviews the literature
on the impact oF eFFicient personnel administration on
social and economic development.

In this part particular

attention will be devoted on the literature on the role
oF administration in developing countries.
Finally the third section oF this chapter is concerned
with reviewing the literature on the public administration
oF Saudi Arabia.

Very little research has been published

about the country particularly its government and

11
administration.

Nevertheless,

the available books,

this part will review

dissertations,

and articles on

the government and the bureaucracy of the country.
Part II contains chapters three,

Four and Five.

Chapter three contains a brieF description oF
Saudi Arabia.

It is designed to introduce the reader

to the country and its people.
the history oF the country,

It describes brieFly

the geographical and

political diversity that existed beFore the emergence
oF modern Saudi Arabia.

It also discusses the main

economic resources and the political system oF the
country.
Both chapter Four and chapter Five analyze
critically the evolution oF personnel administration
in the country.

They discuss the emergence oF the

civil service From traditional and tribal practices
to modern sophisticated methods.

They also trace the

present civil service to its original Western

model.

While chapter Four discusses thoroughly the civil
service prior to the creation oF the General Personnel
Bureau,

chapter Five concentrates on this.

Bureau.

It

discusses the creation oF this Bureau and the development
oP its Functions and structures as well as an evaluation
oF its eFFectiveness.

12

The last section of Part II presents a recapitulation.
A conclusion For both chapters [i.e.,

IV and V] will

demonstrate that the basic pattern of the present civil
service is an imitative rather than an indigenous one.
It has its origin in Western culture.

The conclusion

will show that part oF the shortcoming in the Saudi
system is its imitativeness to Western models.
Part III contains chapters six,

seven, eight and

nine.
Chapter six examines critically the basic setting
oF the Saudi Arabian public personnel administration
i.e., position classiFication and the system oF payment.
It discusses the weakness oF the classiFication system
and its impact on the other personnel Functions.

The

second part oF this chapter analyzes the compensation
plan and its eFFects on the moral and eFFiciency oF the
public employees.
Chapter seven deals with three personnel Functions:
1] recruitment,

2] selection and 3] promotion.

Each

Function is critically analyzed in terms oF its
eFFectiveness, objectivity and oF its importance in
providing the public service with adequately trained
and eFFicient personnel.
Chapter eight discusses the training oF public
employees.

Since the most critical problem Facing the

13
Saudi Arabian civil service today is the shortage of
adequately trained personnel,

this chapter will examine

the educational and manpower development systems in the
country.

Education has not kept up with development in

Saudi Arabia.

It is the aim of this chapter to explore

the weaknesses in the educational system and suggests
the appropriate remedies.

It will also discuss the

eFFectiveness of the in-service training programs and
the relatively recent pre-service training programs
as well as the role of the Saudi Institute of Public
Administration in providing the government with the
necessary manpower.
Chapter nine contains the conclusion of the study.

PART I
CHAPTER II
REVIEW OF THE LITERATURE

This is a case study in comparative public
administration.

Thus this chapter will examine the

literature on comparative public administration and the
role of efficient personnel administration in nationbuilding and socio-economic development.

Particular

attention will be given to the literature on administration
in developing countries.
The discussion of this chapter will be organized
into three main parts.

The first traces the evolution

of comparative public administration.

It presents the

various traditional approaches as well as the most
recent methods in comparative studies.
The second part deals with the role of an efficient
administration in social and economic development.

It

examines the impact of well organized administration on
policy making,

economic growth, urbanization,

integration,

industralization and political development.
ThB last part of the chapter focus on the literature
on the public administration of Saudi Arabia.

15
SECTION

I

Comparative Public Administration

The study of comparative public administration is
strongly linked to the study of comparative government
and politics.

Most scholars who have

contributed to

the study of comparative public administration are in
Fact political scientists.
Fred Riggs,

Eckstein,

and many others.

Among them:

Pye, Waldo,

Heady,

G. A. Almond,
Lapalombara

They tend, to treat comparative public

administration as one aspect oF the study oF the whole
political system.

Ferrel Heady,

For instance, put the

problem oF comparison this way:
"Any attempt to compare national admin
istrative systems must acknowledge the Fact
that administration is only one aspect oF the
operation oF the political system.
This means
inevitably that comparative public a d m i n 
istration is linked closely to the study oF
comparative politics, and must start From the
base provided by the current stage oF
development oF comparative studies oF the
whole political system."1
Hence the Field oF comparative administration is
as old as political science itselF.

From time immemorial

political philosophers had contributed to the study oF
comparative government.

Aristotle For instance had

Ferrel Heady.
Public Administration A Comparative
Perspective CPrentice-Hall, Inc. Englewood CliFFs, New
Jersey, 1966], p. 4.

IB

classified governments under three types:
or Tyranny,

1] Monarchy

23 Aristocracy or Oligarchy and 3] Democracy

or Anarchy.^
Plato had contributed to the understanding of
comparative government when he distinguished between
the ideal state and the real state.
scholars,

As contemporary

he had emphasized the significant role of

education in nation-building and socio-economic progress.

3

Cicero and all the Roman writers had also contributed
to comparative government.

4

They had advanced the concept

of constitutional government and the importance of law
and order.
Machiaville had spelled out the conditions that make
a state stable and the concept of leadership.^

Montisque

2

Aristotle, The Politics of A r i s t o t l e . Translated
by J. E. C. Welldon [Macmilland and Company, 1883]
pp. 117-124.
3

Plato, The Republic of P l a t o . Translated by Francis
M. Cornford [Oxford University Press, New York and London]
pp. 68-70, 175-183.
4

Marcus Tullius Cicero, On The Commonwealth.
Translated by George H. Sabinu and Stanley B. Smith
[The Bobbs-Merrill Company, Inc., 1928].
5
Niccols Machiaville, The Prince and Other W o r k s ,
New Translation and Notes, By Allan H. Gebert [Chicago,
Packard and Company, 1841].
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had identified the influence of the environment on the
political system.

He asserts that the social and economic

setting of each political system influences the behavior
of that system.

He called for adjusting government

structures to social conditions.

6

7
Q
Other political scholars such as M o s c a , Michel,
Max Weber,

g

Burk,

iq

Tocqueville,

ii

Bentham

12

all have

contributed to the study of comparative government and
g
Kingsley Martin, French Liberal Thought In The
Eighteenth C e n t u r y : A Study of Political Ideas from
Bayle to Condorcet.
[Turnstile Press, L t d . , 1929]
pp. 153-168.
^Gaetano Mosca, The Ruling C l a s s , translated by
Hannah 0. Kahn [New York and London, McGraw Hill Book
Company, Inc., 1939],
g
Robert Mi c h e l , Political P a r t i e s : A Sociological
Study of 0 1 igarchical Tendencies of Modern Democracies.
Translated by Eden and Cedar Paul.
[The Free Press,
Glencoe, Illinois, 1915].
g

Max Weber, The Theory of Social and Economic
Organization, translated by A. M. Henderson and Talcott
Parsons CThe Free Press, New York, 1947].
■^Edmund Burk, Reflection on the French Revolution,
[The Temple Press, Letchworth, 1910].
^ A l e x i s Tocqueville, Democracy in America, translated
by Henery Reeve [New York, G. Dearborn and Company, 1B38].
12

Jermey Bentham, A Fragment on Government and an
Introduction to the Principles of Morales and Legislation,
[Edited by Wilfrid Harrison, Oxford, B. Blackwell,
1948].
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politics.

In short,

the history of comparative politics

and administration is linked closely to the history of
political science.
However,

some recent scholars have criticized this

traditional approach to comparative government as being
philosophical and based on normative judgment rather
than empirical observations.

Roy Macridis has identified

Five problems with this traditional approach:
1] descriptive:
information,

or based on historical Facts and

2] static:

discusses Formal-legal and does

not contribute to radical change, 3] parochial:
to western models, 4] configrative:

or biased

or case study which

does not contribute to generalizations, and 5] noncomparative.

13

After World War II, however, a scientific revolution
started in the field.
elements:

The emphasis have been on three

1] data collection,

H] logic, and 3] statistics.

Harry Eckstein identifies four new directions in the field
after the war:

14

1] the vast emergence of new nations

in the world, 2] emphasis on scientific methods:

empirical

13

Roy C. Macridis and Bernard E. Brown, The Study of
Comparative Politics: Notes and Reading [Garden City,
New York, Doubleday, 1955],
Ch. 1.
14

Harry Eckstein and [ed.D Comparative P o l itics:
Reader CThe Free Press of Glencoe, Collier-MacMillan
Limited, London, 1963] p. 23.

A
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data, the need For explicit theories and generalization,
3] emphasis on the social setting of the system rather
than the system itself, and 4] a borrow of a number of
approaches From other social sciences disciplines.
Richard Merritt has identified two directions.
micro-politics:

First,

emphasis on individual and small

groups Ci.e., Family,
involved in politics.

tribe] and why do people get
Second,

macro-politics:

emphasis

on intrastructure and institutions.
Ferrel Heady probably is the most well known
authority in the Field of comparative public admin
istration.

In his book,

Public Administration: A

Comparative Perspective, he classified all literature
on comparative administration under Four types:
1]

Modified Tradition:

15

It is a normative more

historically oriented literature which does not
contribute to meaningful comparative study.
2]

Developmental Oriented:

A descriptive case

study of institutions.
3]

General System Theory:

An empircally oriented

literature which seeks to identify causes of stability
and unstability as well as to establish generalizations
in bureaucratic behaviors.
15

Ferrel Heady, Public Administration: A Comparative
Perspective, [Prentice-Hall, Inc., Englewood Cliffs, New
Jersey, 1966], p. 9.

20
4]

Middle Range Theory:

This type is also oriented

to theory building and to provide better understanding
and better explanation in comparative public administration.
Heady also introduced a specific characteristic of
bureaucracy which all bureaucracies have in common
whether in large complex systems or in a primitive
society.

16

He argues that we can compare and contrast

public administrations according to these characteristics
and within this Framework.
First, all bureaucracies are hierarchical.

This

means that in all of them there are higher officers who
supervise lower ones.

The second is that all emphasize

specialization or differentiation,

even though they

differ in the style and performance but all emphasize
role or function.

The third, all bureaucracies require

qualifications for occupying these roles or functions.
The fourth, all of them are multifunctional even though
this multifunctionality differ from bureaucracy to
another in both style and performance.

The fifth, all

exercise some sort of control over the way personnel
fulfill their duties.

But again this control differ

from bureaucracy to another.

All are affected by the

cultural setting in which they exist.
IB

Ibid., pp. 20-24.

The environment
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in which the bureaucracy operate exercise great influence
on the style and the performance of that bureaucracy.
This framework provides better explanation and
better understanding in the comparative field.

All

bureaucracies could be compared according to these
characteristics.

It is a behavioral approach which

emphasizes empirical way of looking at bureaucracies.
Heady has also introduced a classification cf
bureaucratic systems around the world.

He

classifies countries under six t y p e s : ^
1]

First,

traditional autocratic system,

in which

the head of tribe or the king direct bureaucracy
according to his will.

An example of this type as

Heady sees it is Saudi Arabia and Yamen.
2]

The second is bureaucratic elite system.

In

this type the army or the dominant elite direct the
bureaucracy according to the will cf the army officers
or the few who control the system.

Examples are Iraq

and Pakistan.
3]

Polyarchal competitive system.

It is a more

complicated and highly differentiated bureaucracy and
decisions are made according to the will cf the people

^ I b i d . , p. 74.
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through their representatives.
States,

Heady put the United

U.K. and France as good examples of this type

of system.
4]

One dominant party semi-competitive.

India

and Mexico come as examples to illustrate this type of
system.
5]

One party mobilization system.

An example For

this type of system is Egypt, Algeria.
6]

Finally a one party totalitarian system.

A

system which seeks to change the structure of the society
according to certain ideologies.
type is China,

Russia,

An example of this

and all other communist states.

Heady introduced this typology in the early

1950*s.

He gave these examples of the countries as of that time.
It is important to note however that many of these
countries especially the underdeveloped ones have
experienced dramatic change.

An example of that is

Saudi Arabia and other Middle Eastern countries.

Thus,

there are differences which should be taken into
considerations in this classifications as of the present
time.
Almond has also introduced a systematic framework
for comparative study in his book,
Developing A r e a , I 9 6 0 .
scholar.

The Politics of the

He is a functionalist oriented

23
He argues that there are Four characteristics all
political systems possess in common and in terms of
which all could be compared.

18

First all political systems have political structure.
Even the small and primitive societies have some sort of
political structure.

Thus,

systems could be compared in

terms of the kind of structure they possess.
The second is that all systems perform political
Functions.

Even though they differ in the types and

style and the performance of these functions, but they
all have them in common.
He classifies these Functions under two types:
A]

Input functions which include:

socialization and recruitment,
3] interest articulation,
B]
making,

1] political

2] political communications,

and 4] interest aggregation.

Output functions which include:

1] rule

2] rule application, and 3] rule adjudication.

Thus all countries could be compared in terms of
these functions.
The third characteristic is that all structures are
multifunctional.
dual function.
18

This means that each structure performs
For example,

bureaucracies are involved

G. A. Almond and James S. Coleman, The Politics of
the Developing Areas CPrinceton, New Jersey, Princeton
University Press, I960], pp. 11-20.
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in policy making or judiciary are involved in admin
istrative matter.

Thus,

countries according to Almond

could be compared in terms of this multifunctionality.
Finally all systems are mixed systems in the
cultural sense, there is not the entirely developed
system or the entirely backward one.

They are all mixed

in the cultural sense and could be compared according
to that.
A l m o n d ’s framework has gained wide acceptance and
recognition From both political scientists and public
administrators.

Some have criticized it as these

characteristics still vague and not very explicit.

In

primitive societies there are certain political
structures which do not exist at all such as parties,
interest groups,

legislations and so on.

Fred Riggs had classified the literature in
comparative public administration after World War II
under 3 types in his book, Administration in Developing
. •
Countries.
4

1 9

1]

A movement from normative histocial,

descriptive

literature to empirical theory oriented value-free
r e s earch.
19

Fred Riggs* Administration in Developing Countries,
CHoughton Mifflin Company, Boston, 1 9 B 4 ] , pp. 7-9.
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2]

A movement from nonenvironment to Focus on

environment and the cultural setting of the system.
3]

A movement toward nomathatic research with

focus on the new nations that emerged after the war.
Waldo had emphasized the need for a Framework
which is broad enough to embrace all the phenomena of
public administration.

20

In analyzing the political system,

Easton

distinguishes between three categories "inputs" which
he divides into "demands" and "supports" and "outputs"
which are authoritative decision or policies.
Analysis of Political L i f e .]

[A System

21

Easton argues that political life is a system of

. . .

activities.

22

As a system it is separated from the rest

of social activities.

It has its own border and it is

a self-contained entity surrounded by an environment or
setting in which it operates.

Thus as a working system

20

□wight Waldo, Comparative Public Administration:
Prolo g u e , P r o b l e m s , and Promise [Chicago Comparative
Administration, 1964], p. 22.

21

David Easton, A^ System Analysis of Pol itical L i f e ,
[New York, John Wiley and Sons, 1965], pp. 26-27.
2 2 Ibid., p. 17.
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of political action there must be inputs oF various kinds
that keep it working.

These inputs once entered the

system are converted into outputs, and these in turn,
have consequences both For the system and For the
surrounding environment in which it exists.

23

Easton argues Further that as a system it has its
own units or parts which composed the whole system as
well as its own boundaries which identiFies it From
other systems in the society.
system are [political actions].

The units oF political
Its boundary is

deFined by all those actions more or less directly
related to the making oF binding decisions For a society,
all other actions which do not so characterize are
considered outside the boundaries oF the political
system.

24

In other words, political actions deFine

where the boundaries oF other social systems end and
the border oF the political system starts.

Inputs and Outputs

Easton elaborates on the nature oF input and output
and how they Feedback into the system to keep it going.
Inputs consist oF two elements:

2 3 Ibid., p.
24

Ibid. , p.

18.
18.

1] demands and
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2] supports.

They give the system its dynamic character.

Demands are the Formation which put into the system.

25

They could be internal demands [from within the system]
or external demands [From the environment].

Internal

demands may emerge For alterations in the political
relationship oF the members themselves as a result oF
dissatisFaction stemming From this relationship.

External

demands emerge From the environment in which the system
exist.

External demands compose the major inputs For

the system.
unions,
source.

They emerge From interest groups,

individuals,

parties,

lobbyists or any other similar

These environmental demands are channeled into

the system.

They become political issues when the

members oF the political systems are prepared to deal
with them as signiFicant items oF discussion through the
recognized channels in the system.
Supports,

on the other hand, compose the action oF

transFerring these demands into decision or policies.
Supports are oF two kinds:

It may be concerned with

the action promoting the goals,

interests,

and actions

oF another person such as voting For a political
candidate.

The second type oF supports is a readiness

2^ I b i d ., p. 47.
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to act in behalf of some other person, as a state of
feeling on the part of a person.

26

Easton also argues that these two types of supports
fed into three objects:

1] the community,

2] the regime

and 3] the authorities.

It fed into the political

community to keep it going so as to settle the
differences of its members and promote decision
through peaceful actions for the common interest.

It

is to serve the principles of legitimacy in the system.
It also is fed in the regime so as to regulate the way
in which the demands put into the system are settled
and the way in which policies are executed.

It is the

legitimatization and acceptance of the regime by the
members as authoritative.

It is fed into government to

enable her to handle the conflicting demands put into it.
Thus,

support is a crucial input.

All political

systems must manage to maintain a steady flow of supports
in order to convert demands into binding decisions.
order to maintain continuous flow of support,

In

a political

system must maintain a flow of output that meet the
demands of the members of the society.
political decision or policy.

2 6 Ibid. , p. 159.

An output is a

To tie the members of a
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society to their political system is to satisfy their
demands and to keep them loyal and supportive of the
system.

Easton also asserts that the political system

must obtain an equilibrium between outputs against
inputs because it cannot meet all the demands put
into it.

Summary

This part presented the evolution of the study of
comparative government and administration.

It explores

both the traditional approaches and the contemporary
theories in the comparative field.

In the following

section the focus will be on literature dealing with
the role of efficient administration in a changing
society.

SECTION II

In developing countries,

the civil service plays a

key role in the processes of economic,
political development.

social and

It occupies the central position

in the governmental power to undertake these changes.
is the keystone of the political and administrative
structures in these societies.

It

30
Many scholars have identified personnel administration
as a major cause of modernization and development.

Lucian

Pye has emphasized that an efficient personnel administration is a pre-requiste for a modern state.

27

He

argues that it is the key to modern state building.

It

expands knowledge and the various e d u c a t i o n a l , technical
and vocational programs needed for development.

It sets

the planning necessary for social and economic growth.
It explores the natural resources of the country by
regulating and controlling the behavior of the private
sector.
To support his argument Pye traces the historical
development of bureaucratic systems in Europe and its
effect on the emergence of the state system of Europe
as well as the subsequent colonial era in Asia and Africa.
He concluded that if state building is to achieve its
ultimate goal of providing substanial benefits for the
citizens at large, a level of administrative development
must be attained so that various kinds of modern knowledge
can be. transformed into action programs.
27

Lucian Pye, New Approaches to Personnel Policy
for Development [United Nations Publication, 1974],
pp. 1-2.
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A well known scholar on bureaucracy and modern
ization, Joseph Lapalombara has put the importance of
administration in the new nations this way:
"IF, as we assume, the bureaucratic
sector in most of the developing nations
is to be heavily involved in the general
process of transformation, we must be able
to suggest with greater confidence than is
presently possible what alternative roles
are open to the bureaucracy - and with what
probable consequences for the emerging
political systems.
If as many of us hope,
political development is to move in a
generally democratic rather than anti
democratic direction, it is essential that
we know in greater precision what pattern
of bureaucratic organization and behavior
aid or handicap the achievement of this
goal.
If, finally we ever expect to be
able to deal comparatively and scienti
fically with the process of political
development as a generalized phenomenon,
we simply must accord greater attention than
in the past to the bureaucracy as a critical
variable that both affegg and is conditioned
by the. process itself."
Thus, the establishment of an effective admin
istration lies at the heart of the development process.
In this view administrative development is associated
with the spread of rationality,
secular,

the strengthening of

legal concepts and the elevation of technical

and specialized knowledge in the direction of human
affairs.
20

Joseph Lapalombara, Bureaucracy and Political
Development [Princeton, New Jersey, Princeton University
Press, 1963], pp. 5-6.
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Max Weber holds that bureaucracy is a key to
democracy.

He asserts that an effective administrative

system is a pre-requisite for the establishment of an
industrial society.

He sees bureaucracy as the most

rational means of exercising control over human beings.'
Thus any changes in the society whether they be
economic,

social, educational or political emerge in

large measure as the result of direct government
intervention.

Bureaucracy in particular plays a major

even exclusive role in effecting these changes in the
developing countries.
roads,

Whether it is the building of

the creation of new industries or the radical

transformation of traditional villages, one can usually
expect to find the bureaucracy intimately involved.
In the process of political development, the
bureaucracy plays a major role.

Carl J. Friedrich

suggests that constitutionalism can emerge only after a
substantial development of the bureaucracy,

for without

a governmental apparatus to bring under control,

the

challenge would not be present to bring into being a

Max Weber, The Theory of Social and Economic
Organization, translated by A. M. Henderson and Talcctt
Parsons CGlencoe:
The Free Press, 1947].
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system designed to impose limitations and roles upon those
who exercise administrative authority.

30

Certainly no state can presume to be developed if
it lacks completely the capacity to manage public affairs
effectively, and wherever new states do have competent
administrative institutions many problems are made
manageable.
M. Fainsod has offered a systematic analysis of
the role played by the Russian Bureaucracy in the social,
political, and economic changes of the Soviet Union.
He asserts that it has created a managerial,
technical,

31

engineering,

and scientific personnel and a recognition

that they constitute the spearhead of an industrializing
elite who must be appropriately rewarded for their
crucial contribution to the industrialization process.
Industrialization has set new forces into motion.

Thus

it is a dynamic process which transformed the Russian
society from a predominantly agrarian into a highly
industrialized society.

30

Carl J. Friedrich, Constitutional Government and
Democracy [Rev. ed. Boston, Ginn. 1950], p. 25, 27.
31

Merbe Fainsod, "Bureaucracy and Modernization:
The Russian and Soviet Case," in J. Lapalombara,
Bureaucracy and Political Development CPrinceton,
University Press, 19G3] pp. 233-267.

Jacoby has spelled out the methods by which
bureaucracy controls our lives.

He discussed the

historical emergence of bureaucracies From the early
ages of primitive societies through Feudalism to the
present complex societies.

32

He argues that in both

the traditional and the industrial societies our
lives are greatly affected and controlled by the
bureaucratic machine.

He asserts that colonial

nations have transformed the western model of
bureaucracy to the new nations in order to develop
their social, economics, and cultural aspects.
However,

some scholars disagree with J a c o b y ’s theme

that the adaptation of developing countries to western
model of bureaucracy serves the best interest of these
nations in social,

economic,

and cultural growth.

They

argue that bureaucracies in these countries were not a
product of the cultural and historical heritage of these
nations.

They were not planned and designed to fulfill

the specific social and cultural needs of these people.
They were imposed on them by a colonial regime who had
specific interests in these lands.
32

Thus colonial

Henry Jacoby, The Bureaucratization of the W o r l d ,
translated from the German by Eveline L. Kanes
[University of California Press, Berkeley, Los
Angeles, 1973], p. 1-5.
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government: had designed these bureaucratic system in a
way that protect their own interests.
Ralph Braibanti argues that even a superior
colonial civil service with ample opportunity For
exercising leadership in a new state,
For the task because its orientations
system with diFFerent problems.

may be illsuited
were to a diFFerent

33

Berger tells us that the Egyptian bureaucracy has
always been a Field oF political struggle between the
various political groups.

34

It is a conservative

bureaucracy which has always been under the control oF
one limited social class.
the society.

That is the higher class oF

He asserts that the connection between

economic and political power has been closer than in
the West.

35

Berger tells us Further that this situation

is maniFested in the public administration not only in

33

Ralph Braibanti, "The Civil Service oF Pakistan,
A Theoretical Analysis," South Atlantic Quarterly,
58 C1959], pp. 258-340.
34

Marroe Berger, Bureaucracy and Society in Modern
E g y p t . CPrinceton University Press, Princeton, New
Jersey, 1957], pp. 12-13.
3 5 I bid., p. 15.
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Egypt alone but also in all other Arab and Middle Eastern
countries as well.

36

Ferrel Heady has argued that in order to quicken
their development while desiring to preserve their
traditions,

developing countries have been implementing

western models of bureaucracies.

However,

developing

countries have become increasingly aware that they have
been able neither to preserve their traditional cultural
heritage nor to speed up their development process
sufficiently to catch up with the developed countries.
He concluded by suggesting that developing countries
should not copy western models.

37

Hammad has reached also a conclusion similar to
that of Berger.

30

He analyzed the Saudi Arabian

educational and manpower development,
programs.

policies and

He argues that Saudi Arabia has adapted

British and French educational models.

He pointed out

3 B I bid., p. 15.
37

Ferrel Heady and Sybil L. Stokes, "Papers in
Comparative Public Administration."
[Institute of
Public Administration.
The University of Michigan,
Ann -Arbor, Michigan, 1962], p. 8.
38

Mohmed A. Hammad, The Educational System and Planning
For Manpower Development in Saudi A r a b i a . [Indiana
University, Ph.D. Dissertation, July, 1973], p. 2.
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•that the present manpower and educational programs were
adopted uncritically and without major changes From their
original western models.

They were not reconstructed to

meet the needs of the people and to satisfy the cultural
and traditional heritage of the society.

He character

izes this problem as the major cause of the ineffective
ness of the Saudi educational system.

Bureaucracy and Economic Development

Bureaucracy has always contributed to economic
development.

It affects economic growth both indirectly

and directly.

For the first,

bureaucracy takes on these

essential establishment for an economy to take off.
These activities involve the expansion of educational
and technical skills,
network,

the establishment of a communication

the creation of economic agencies as well as

emphasis on urbanization and governmental facilities for
foreign and domestic capitals.

It also helps directly

by actual exploitation of the natural resources of the
country and by participating with the private sector in
various economic activities.
in their study,

DeGregori and Pi-Sunyer

Economic Development, have discussed

the role of bureaucracy in developing manpower,
and technical skills.

education

They assert that education must

38

constitute the primary Force For transForming the society
toward economic growth.
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In communist countries,

bureaucracies have

totally controlled all aspects oF the economics oF
these nations.

In some underdeveloped countries,

as Egypt and Algeria,

such

governments depend heavily on

public corporations to expand industries.

40

Spengler devotes his writing to the impact oF
bureaucracy on economic development.

He urged the new

nations to use bureaucratic capacity For the expansion
oF a set oF developmental objectives to be achieved by
both public and private sectors.

He classiFied the

role oF bureaucracy in developing countries under two
major stages:

1] the pre-development stage and 2] the

41
post-development.
He identiFied three major roles that the bureaucracy
can play in order to stimulate economic growth in both
39

Thomas R. DeGregori and Oriol Pi-Sunyer, Economic
Development: The Cultural Context
[John Wiley and
Sons, Inc., New York, 1969] pp. 102-104.
40

Morroe Berger, The Arab World Today CDoubleday
and Company Inc., Garden City, New York 1962], pp. 402-403.
41

Joseph J. Spengler, "Bureaucracy and Economic
Development," in J. Lapalombara, Bureaucracy and
Political D evelopment. [Princeton, New Jersey, Princeton
University Press, 1963] pp. 223-232.

39.
these two stages.

First,

to establish Facilities

necessary For pre-condition economic growth such as
law and order, security,

minimum level oF banking and

money Facilities as well as administrative and legal
procedures to encourage both domestic and Foreign
investments.

42

Secondly,

the bureaucracy should

expand the use oF Foreign corporations to exploit the
resources and stimulate the economy and strengthen
the pre-conditions For development.

This will modiFy

the resource-structure and make it more Favorable to
economic growth.

Thirdly,

the bureaucracy should

expand the establishment oF public corporations or
mixed public-private corporations to supply the necessary
initiative For economic growth.
Unlike Spengler who is somewhat conservative in
his ideas,

Kingsley tells us that in AFrica the

economic involvement oF the bureaucracy is essential
iF the "leap to modernization" is to take place where a
private entrepreneurial class is simply non-existent.
42
43

43

I bid. , p. 22B.

J. Donald Kingsley, "Bureaucracy and Political
Development, with particular ReFerence to Nigeria," in
Joseph Lapalombara, Bureaucracy and Political Development
CPrinceton, New Jersey, Princeton University Press,
1963], p. 314.
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Other scholars have also supported the effect of
well organized bureaucracy on the economic process.
Lerner has demonstrated how administrative activities
have changed the style of living of the people in the
Middle East.

44

A recent book by David Apter, Choice and the
Politics of Allocation stresses the use of bureaucratic
45

power for economic distribution.

He views modern

ization as achieving the goals of the society.

He

distinguishes between consumatory values and
instrumental values.

He suggested a centralized

bureaucratic system that emphasize both values.

Such

efficient bureaucratic system will speed up development
and expand economic growth.
A similar argument by Dorsey who stresses that the
public sector is often emphasized precisely because little
or no economic development would otherwise occur.

46

44

Daniel Lerner, The Passing of the Traditional
S o c i e t y , Modernizing the Middle East.
CThe Free Press
Glencoe, Illinois, 1958], p. 46.
45

David Apter, Choice and the Politics of A l l o c a t i o n :
A. Development Theory
[New Haven and London:
Yale
University Press, 1971], p. 203.
46

John T. Dorsey, Jr., "The Bureaucracy and Political
Development in Vietnam," in J. Lapalombara, Bureaucracy
and Political Development
[Princeton, New Jersey,
Princeton University Press, 1963], p. 322.
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Huntington views social and economic changes as
an urbanization process in which the administrative
sector exercise great responsibility.
this urbanization process by:
cities,

47

He characterlzes

1] the growth of the

E] the emergence of social classes, and 3] the

emergence of political parties.
Ward has introduced seven characteristics For the
modern state:

1] efficient bureaucracy,

in making decision,

3] differentiation,

E] rationality
4] specialization,

5] political participation, 6] integration,
identity.

and 7] national

He has emphasized the importance of

administrative development to influence modernization
and the process of social and economic change.

48

Thus, an efficient bureaucracy is a key to economic
growth in both underdeveloped and developed states.

In

the developing countries it usually takes the initiatives
for economic growth by various methods.

It could inter

fere directly by establishing public corporations to
develop the economy.

It directs the attention of the

private sector to the various economic and business
47

S. P. Huntington, Political Order in Changing
So c ieties. CNew Haven and London, Yale University Press,
1968], pp. 109-119.
48

Robert Ward and Dankwart Rustow, Pol itical
Modernization in Japan and Turkey CPninceton, New Jersey,
Princeton University Press, 1964], p. 7.
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investments.
enterprise.

It regulates the behavior of the private
It invites Foreign capitals and create the

Facilities necessary For Foreign investment.

It provides

the society with the manpower and technical knowledge
needed For economic growth.
In developed states bureaucracy has always p.'ayed
a major role For maintaining Fast economic growth both
during war and peace times.
the 1 9 3 0 ’s

During the Depression oF

President Franklin Roosevelt had to rely

heavily on the bureaucracy to save the American economy.
He had introduced various kinds oF regulations to
control the private sector.

He had also involved the

bureaucracy directly into economic projects such as the
Tennessee Valley Authority and the Reconciliation
Finance Corporation.

49

In war time bureaucracy had also to interFere
directly into the economy by controlling the distribution
oF energy,

Food,

raw materials and so on.

Thus

bureaucracy has always had a major role in economic
growth and in maintaining an equilibrium between the
demands and available resources.

Ernest K. Lindley, The Roosevelt Revolution:
First P h a s e . CNew York, The Viking Press, 1933].

43
Bureaucracy and the Expansion of Knowledge

In all developing countries the expansion of know
ledge is a major bureaucratic activity through which
the elite of these nations hope to speed up the
modernization process.

The investment in education

usually constitute a substantial share of their annual
budgets.

In the oil producing countries of the Middle

East education has penetrated all rural and remote
areas.

50

Elementary,

secondary and vocational schools

have been established in every direction.

Students

have been sent abroad For technical and graduate
studies.
There is a wide spread agreement among many political
scientists that education inFluences modernization and
political development.

Almond and Powell identiFied

three Factors oF the impact oF education on political
development:
autonomy,

1] role diFFerentiation, 2] sub-system

.
51
and 3J secularization.

Abernathy and Coombe

analyze the interreaction between education and politics
50

George Lipsky, Saudi A r a b i a , Its P e o p l e , Its
S o c i e t y , Its Culture.
[HRAF Press, New Haven, 1959],
^ G . A. Almond and G. B. Powell,
P o l i t i c s : A Developmental A p p roach.
Brown and Co., 19BB], p. 64.

Comparative’
CBoston, Little

44
the tendency of education to induce political instability
as well as stability.

52

This is exemplified by the

revolutionary sequence of education which contributed
to the eclipse of Western colonialism that was neither
intended nor Foreseen by colonial educators of the
nineteenth and early twentieth centuries.
The expansion of knowledge has influenced the
attitudes and social behavior toward political
participation in developing countries.

Coleman in his

study, Education and Pol itical Development, has
identified three roles for education in political
development:

1] increase in specialization and

structural differentiation,
capacity,

2] achievement of political

and 3] progressive attainment of equality.

He relates the political system to education through
three processes:

a] political socialization,
53
recruitment, and c] political integration.

b] political

Almond and Verba has acknowledged in their study,
The Civic Culture,

that education has the greatest impact

52

□. Abernathy and T. Coomb, "Education and Politics
in Developing Countries," Harvard Educational Review,
Volume 35.
[Summer 1965], pp. 287-302.
53

James S. Coleman, ed. Education and Political
D evelopment. CPrinceton:
Princeton University Press,
1965],

pp.

17-32.
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on political participation in the Five nations they
studied.

54

Many other studies show a strong correlation

between the level of education and participation in
politics.

All these studies conclude that the higher

the level of education the more likely a person will be
active m

politics.

55

Fisher has also examined the

relationship between education and political system.
He concluded that:

1] informal and environmental

education is more effective than formal education,
E] major shifts in political,

social, and economic

structures are reflected in educational enrolment,
3] student in developing societies are becoming more
and more critical of the status que and the establish
ment, and 4] future changes in the political and social
structures as well as in the potential elite groups are
reflected in the attitudes and values of students in
selected high schools and universities.

54

56

G. A. Almond and S. Verba, Civic Culture.
Little Brown, and Co., 1963], pp. 315-324.

[Boston,

55

Lester W. Milbrath, Political Participation How
and Why do People Get Involved into P o l itics. [Rand
McNally and Company, Chicago, 1972], pp. 53-54.
56

J. Fischer "Education and Political Modernization
in Burma and Indonesia," Comparative Education Review,
Volume 9, No. 3.
[October, 1 9 B 5 ] , pp. 282-287.
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Administration and Policy-Making

The interrelation of public policy and public
administration has always been a subject of great concern
to political scientists.

Some have advocated that

administrators should make policy and should exercise
political power.

57

Others have called for more control

on the bureaucrats and advocate that their role should
be limited to the exercise of administrative activities.

58

A recent book by Peter Woll on the role of
bureaucracy in policy making asserts that bureaucracy
stands at the very center of governmental process.
is the keystone of the structure.

59

It

Taking the American

system as his case study, Woll argues that administrative
agencies exercise legislative and executive functions.
He pointed out that the power of government come to rest,
ultimately,

in the administrative branch.

60

Agencies

57

See [A] Ira Sharkensky, Public Administration:
Policy-Making in Government Agencies. [Markham Publishing
Company, Chicago, 1970], pp. 201-203.
CB] Paul Appleby, Policy and Administration.
[University of Alabama Press, University of Alabama,
1949], Chapter V.
58See Emmette S. Redford, Democracy m the A d m i n 
istrative S t a t e . [New York, Oxford University Press, 1969],
59

Peter Woll, [ed.].
Public Administration and
Pol i c y , [Harper Torchbooks, 1966], pp. 1-3.
6 0 t, .
_
I b i d . , p. 6.
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make decisions to carry out vague policies initiated by
the Congress or by the President.

They offer expert

advice as well as determine the policies that the
legislative and executive recommend.
affect the policy making process.

They decisively

Woll concluded that

bureaucracy in the United States is strongly dominating
Congress and exercising strong influence over the
President and only rarely subject to review by the
.
court.
4

B 1

Paul Appleby suggests in his book Pol icy and Admin
istration that all administrators are policy makers and
they should do so.

He advocates that administrators are

well aware of p e o p l e ’s demands and they should interprete
legislative policies to meet these demands.

62

He argues

that administrators are in constant contact with the
public.

They are also responsible to apply the general

vague policies that were formulated by the Congress or
the president.

Their actions are affecting the public

directly.

Thus they recognize the shortcomings of these

policies.

Their day-to-day contact with the people help

them diagnose the needs and what is to be done to satisfy
them.

Thus he concluded that administrators should make

policies.

^ Ibid. , pp. 7-14.
62

Paul Appleby,

Policy and Administration, pp. 5-10.
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Fred Riggs advocates that bureaucracy affects the
growth of political

institutions in developing countries.

He asserts that bureaucrats have always had influence in
politics in these nations.

63

Governmental agencies are

stronger in their public influence than the political
institutions and in many cases they control the behavior
of these institutions.

He then gave an example of the

Indian Parliament and the Philippinian Parliament to
support his h y pothesis.^4
Recognizing the strength of administration in policy
making,

Boyer has suggested five basic and sequential

stages of agency policy making in public administration:
1 ] initiation,

2] preliminary drafting,

3D public

participation, 4] final drafting, and 5} reviewing.

85

66

Shubert has identified three roles of administrators:
1] Administrative rationalist:

This is the kind of

63

Fred W. Riggs, "Bureaucrats and Political Development:
A Paradoxical View," in Bureaucracy and Political Develop
ment , edited by Joseph Lapalombara.
[Princeton, New Jersey,
Princeton University Press, 1963], p. 120.
6 4 I b i d . , p. 121.
65

William W. Boyer, Bureaucracy on T r i a l : Policy
Making by Government A g e n c i e s . [The Bobbs-Merrill Company,
Inc., 1884], p. 18.

66

Glendon Shubert, The Public Interest: A^ Critique
of the Theory of a_ Political Concept [The Free Press of
Glencoe, Illinois, I960], pp. 28-28.
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bureaucrat who separates values of policy and admin
istration.

He advocates that the bureaucracy carries

out the will of the legislative body.

It is neutral

and carries out public interests as defined by the
electorate.
2]

Administrative idealist:

He believes that the public

is an inadequate source of policy,

therefore the

administrator has discretion and uses his own values
to decide the public will.

Idealists feel that the

professionalization of bureaucrats will determine public
interest.
3]

Administrative realist:

Contrary to the first two

this type of administrators believe that the political
process revolves around conflict and multiple amount of
pressure.

Therefore, awareness of administrators will

serve the public interest.
However,

there has been extensive argument that the

dominance of administration over the society is dangerous
to democracy and political development.
advocating these views is B e d f o r d .

Among those

He is concerned with

the ’’responsiveness of the administrative state to the
norms of democratic procedures."

He sees the American

society as dominated by administrative processes whether
public or private administration.

Thus, he calls for

more control on administration in the American society.

50
Administrative units should have to respect democratic
procedures.

Citizens should be given a wide access to

policy making machinery.

Adequate control of admin

istrative units by overhead institutions that represent
the electorate.

This will keep the personnel

of employees out of policy making.

interests

67

Cayer has discussed the interrelation between the
public personnel administration and the political
environment.

He argues that public personnel admin

istration operates under great pressure From legislators,
the courts, the president,
groups, civic groups,
constituencies.

68

political parties,

interest

and clientele or their

The public personnel system is

dependent upon other government agencies For the
authority and resources with which to Function.
Legislative,

executive and judicial institutions

prescribe policies and limits For the execution oF
personnel activities.

The legislative body For example,

Emmette S. R e d F a r d , Democracy in the Administrative
S t a t e . [New York, OxFord University Press, 1969],
pp. 195-203.
N. Joseph Cayer,
in the United S t a t e s .

1975], p

3.

Public Personnel Administration
[St. M a r t i n ’s Press, New York,
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make policies to determine the structure of personnel
system as well as to regulate the public service
Function and public employees.
The President,

69

on the other hand has also great

influence on the public personnel o p e r a t i o n s . ^

He

appoints civil service commissioners as well as to
expand or limit the budget of public personnel which
gives him a great influence over its operations.

The

role of the courts however over public personnel is
rather limited with the exception of some interpretation
of the constitution with regard to legislation or the
right of public employees in certain a r e a s . ^
Cayer has also discussed the interrelation between
the civil service system and other political institutions.
Political parties,

interest groups,

clientele of the

agencies all have an interest in the operation of public
personnel to insure that their concerns are adequately
considered.

They also could become employees of these

agencies so they may co-opt agency policies including
B 9 T.
I b i d . , P- 5.
70
.
I b i d . , P- 4.
71
I bid., P- 6 .
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personnel policies in order that they become the major
source of employees.

Thus,

they may insist on

representation of their groups in selection procedures
and in evaluation of employee performance.
Moreo v e r , professional association,

civic groups

are very effective in determining some aspects of
personnel policies.

They often dictate position

descriptions and qualification standards.
factors such as the mass media,

72

Other

political leaders also

exert some influence on the activities of the public
service.
Therefore,

in both developed and developing countries

public administrators exercise influence on the
formulation of public policy.

In some developing

countries where no political institutions exist [i.e.,
political parties,

parliament,

interest groups]

b ure aucracy’s role in policy-making is high.
In Saudi Arabia,

for instance,

the power of

government lies in the public administration.

Admin

istrators are involved directly in the policy making
process.
Ministers.

They recommend programs to the Council of
They offer expert advise to both the King

and the Council of Ministers.

^2 Ibi d ., p. 7.

In fact all members of

the Council are administrators,
certain ministry.

each is in charge of

This Council is the only legislative

body in Saudi Arabia.

Thus, administrators decisively

affect the policy making process not only in Saudi
Arabia but also in most developing countries who have
a similar form of government.
In military controlled governments,
exercise full policy formulation.

bureaucrats

Military officers

in these countries often lack the knowledge and
expertise to determine public interests.

Thus they

depend heavily on their administrators to formulate
policies and programs.

Iraq, Libyi a , a ncf Yamen are

examples of such countries.
SECTION

h i

Review of Some Literature on Bureaucracy and
Government of Saudi Arabia

The Saudi public administration has not produced
much literature.

Most of the studies conducted were a

pure description of the whole aspects of the country.
In fact due to social,

cultural and economical reasons

the country was virtually unknown to the outside world
up until the late forties when oil was discovered in
commercial quantities.

Before that time, knowledge

54

about the country was limited to religion,

cultural and

historical writing by few orientalists and by some
religious l e a d e r s . ^
As Chapter III will show,

upto 1925 the whole Arabian

penninsula was divided into provinces and was a scene of
violence,

ignorance and private wars.

With the

exception of Mecca and Medina, the whole region had long
been backward in the Arab world.
Nevertheless a number of anthropological studies
by some pioneer westerners appeared before the emergence
of modern Saudi Arabia.

These studies were written by

authors such as H. St. J. B. Philby,

74

G. deGarry,

75

73

See [A] George A. Lipsky, [ed. ] Saudi Arabia:
Its
P e o p l e , Its S o c i e t y , Its Culture [Harf Press, New Haven,
1959] pp. 1-2.
[B] Derek Hopwood, "Some Western Studies of
Saudi Arabia, Yemen, and Aden," in □. Hopwood, [ed. ] The
Arabian Peninsula Society and P o l i t i c s , School of Oriental
and African Studies on Modern Asia and Africa [London and
New York:
Allen and Unwin, Ltd., 1972] p. 13.
74

H. St. J. B. Philby, Arabian Jubilee [New York:
John Day C o . , 1953]; Saudi Arabia [London:
Benn, 1955];
and Arabian Oil ■:Ventures [Washington, D.C. : Middle East
Institute, 1964].
Philby had contributed a number of
other articles, lectures, and books about Saudi Arabia
before his death in the early s i x t y ’s.
75Gerald deGarry has written extensively about Saudi
Arabia in books such as Arabian Phoenix [London:
G.G.
Harrap, Co.]; Field Notes on Saudi Arabia [London G.G.
Harrap C o . , 1936]; and Arabian Journey and Other Desert
Travels [London:
G.G. Harrap Co., 1950].
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Colonel Dickson,

76

Charles M. Doughty,

77

and Tristram

J. Ellis.78
However the most comprehensive studies were published
by two local bureaucrats.

They conducted a number of

major studies about public administration and government
activities in Saudi Arabia.
director of education,

The First was the general

Mr. HaFiz Wahba.

79

The latter

was the director oF the Foreign AFFairs Department Mr.
Fuaad Hamza.
76

80

Mr. Wahba has discussed the structure oF

H. R. Dickson, The Arabs oF the D e s e r t :
into Bedouin LiFe in Kuwait and Saudi A r a b i a .
and New York:
Allen and Unwin, Ltd., 1949].

G1 impse
CLondon

77

Charles M. Doughty, Documents Eipgraphiques
Recueillis dans la Nord de L ’Arabia [Paris:
1884]; and
Travels in Arabian Desert 2 volumes [London:
Cambridge,
1888 and 1921].
78

Tristram J. Ellis, On a RaFt and Through the
D e s e r t , 2 volumes [London:
1881].
79

HaFiz Wahba, Saudi Arabia in the Twentieth
Century.
[Leipzig, 1940]; Arabian Days [London:
Arthur Baker, 1964], and in Arabic [Cairo, 1953],
80

Fuaad Hamza, Saudi Arabia [Mecca:
1937] in
Arabic [Riyadh:
Press oF Modern Victory, 2nd edition,
1968], in Arabic:
The Heart oF the Arabian Penninsula
[Cairo:
1933] in Arabic.
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the early Saudi bureaucracy with particular emphasis on
the educational system.

He analyzed the Functioning of

that traditional system and the interreaction between
the King, his a d m inistrators, the social elites, and
the people.
He has also described the social and cultural
difficulties which faced the introduction of modern
education in the Saudi society.

Mr. H a m z a ’s contribution

focuses mainly on the reorganization of the government.
Since the sixties,

however,

a number of studies

of the Saudi system were published.

The following

constitute a brief survey of the literature which deal
with the Saudi public administration.

*

Ali, ’’System of Financial Administration."
wrote his Ph.D.

81

Ali,

dissertation in public administration

with emphasis on financial administration.

He compares

the system of preaudit [i.e., financial accountability]
in the Saudi Arabian government as a device of fiscal
control with that of the State of New York.
Preauditing in the Saudi Arabian bureaucracy is
assigned,

in each ministry and agency,

by a representative

from the Ministry of Finance who is stationed in that
81

A. M. Ali, "The System of Financial Administration
in Saudi Arabia and New York State:
A Study of Contrasts
with Special References to Preaudit.
[State University of
New York at Albany, D.P.A. Dissertation, 1968],
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ministry or government agency to preaudit its finances.
Each ministry or agency even the public corporations
each has its own financial officer or director who is
in charge of its financial affairs and is subordinate
to the head of the agency.
Ministry of Finance,

however,

directly to his ministry.
with New York State,
Arabia,

The representative of the
is independent.

He reports

This system is contrasted

preauditing system.

in New York a central agency,

Unlike Saudi

the Department of

Audit and Control,

carries out the auditing

responsibilities.

On the basis of this comparison,

Ali constructs a hypothetical model for a system of
financial administration.

Because the public sector

is responsible for shouldering the task of development,
the writer is convinced that improving public
administration is the key to a na t i o n ’s progress.
Sadiq,

82

The Development of Government and Admin-

83
istration in Saudi A r a b i a .
Sadiq traces the evolution of the government of
Saudi Arabia with particular emphasis on local governments

^ Ibid. , pp.
83

B8-115.

*
Mohmmed T. Sadiq, The Development of Government
and Administration in Saudi A r a b i a . [Institute of Public
Administration Press, Riyadh, Saudi Arabia, 1965] in
Arabic. ,

58
and administration.

84

His discussion covers the role of

early leadership in the expansion of the public
bureaucracy inspite of numerous cultural,
and geographical difficulties.

05

financial

The study is well

documented but lacks critical analysis of the various
aspects of the bureaucracy.
Al-Awaji,
Arabia."

SB

"Bureaucracy and Society in Saudi

He attempts to study the Saudi Arabian

bureaucracy within its historical,
and political contexts.

social,

economic,

The study was based on a

questionnaire administered to 271 middle-level Saudi
Arabian civil servants,
at the time,

42 out of whom were studying,

in the United States and the remaining

228 were on their jobs.

His major assumption was that

the interaction between major interdependent variables
of the Saudi system resulted in the development of a
public bureaucracy whose values, modes and scope of
jurisdiction, and patterns of behavior were unique to
its cultural context.

8 4 I b i d ., pp.

166-192.

8 8 I b i d ., p. 183.
0B

Ibrahim Mohamed Al-Awaji, "Bureaucracy and Society
in Saudi Arabia."
[University of Virginia:
Ph.D.
Dissertation, August, 1971].
I
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His study was critical of the various aspects of
the Saudi bureaucratic system.

One of his major

conclusion is that favoritism has a tremendous impact
on the Saudi Arabian bureaucracy.

The Saudi Arabian

bureaucrats "are mainly privileged sons of traditional
civil servants,

merchants,

and city dwellers."

87

In a recent book Gerald de Garry devotes his writing
to the present leadership of Saudi Arabia and its impact
on modernization and development.

88

He discusses the

overthrow of the previous King Saud in 1964 and the
takeover of the crown prince [i.e., the late King
Faisal],

The chrasmatic leadership of Faisal that

changes the entire aspects of the Saudi society is the
main thrust of the study.
Alaki,
Arabia:

"Industrial-Vocational Education in Saudi

Problems and Prospects."

89

This study is

concerned with the analysis of the problems of the
industrial-vocational

8 7 I bid., p. 171.
88

Gerald de Garry, F a i s a l : King of Saudi A r a b i a ,
CFrederick A. Praeger, New York, Washington, 1967].
89

Madani Abdulkuder Alaki, "Industrial Vocational
Education in Saudi Arabia:
Problems and Prospects."
CUniversity of Arizona:
Ph.D. Dissertation, 1972].

educational system and the contribution it makes to the
labor market in Saudi Arabia.

The most critical problems

this system faces are those related to the size of
enrollment,
istrators,

the low quality of teachers and admin
and the slow response of the system in meeting

the- needs of the private sector.

The enrollment found

in educational school result from educational and social
problems.
Educationally, academic education is far more
appealing to the majority of students because it means
good governmental positions upon graduation to enable
them to pursue higher level of education.

Socially

vocational education is unappealing because it implies,
in the mind of the ordinary man, dirty hands and long
hours of work and low social prestige.

The low quality

of teachers and administrators in Saudi A r a b i a ’s
vocational educational system is unlikely to be remedied
within the present decade.

The low response of the

system in meeting the needs of the private sector is
due to the lack of adequate building,
and textbooks in Arabic.

Furthermore,

shop instructions,
the graduates of

industrial-vocational schools often join the bureaucracy
which, as in other developing countries,
security and prestige.

offer them more

He concluded that the present

industrial school system is totally inadequate.

61
Hammad,

"Educational System and Planning For Manpower

Development in Saudi Arabia."

90

This study traces the

educational and manpower development to its original
European models.

The major assumption of Hammad is

that the present educational and manpower development
systems are inadequate For the Saudi society because
their orientations were to a diFFerent systems with
diFFerent problems.

91

The study examines the problems oF the Saudi
Arabian educational and manpower development systems
and identiFies the diFFiculties which hinder the system.
Many oF these diFFiculties deal with the decentral
ization oF education and manpower development.

Under the

present system the Function oF education For boys is
vested in the Ministry oF Education while education For
girls is vested in another independent department.

The

vocational education and manpower development is vested
in a third unit namely the Ministry oF Labor and Social
AFFairs.

This separation and lack oF coordination

constitute the major problem as Hammad sees it.
90

92

Mohamed A. Hammad, "The Educational System and
Planning For Manpower Development in Saudi Arabia"
CIndiana University:
Ph.D. Dissertation, July 1973].
9 L Ibid.,
,.,
p. 4.
9 5 Ibid. , p. 331.
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He concludes by proposing that education and manpower
development should be vested in one single administrative
unit to organize and coordinate all the educational and
manpower programs.

93

He has also proposed that all universities should
be consolidated under one system of1 higher education.
A ministry of higher education should be established
with one Council For all universities.

Thus, the higher

education will be consolidated and integrated in one
system and under one Council who coordinates and
supervises all higher educational programs.
Al-Tawail,
Saudi Arabia:

"Institute of Public Administration in
A Case Study in Institutional Building."

94

This study examines the institutional building
process oF the Saudi Institute oF Public Administration.
It traces the history oF the IPA and its development
since 1960 to the present time.

The author analyzes the

Functions and the various programs oF the Institute and
suggested new policies and programs to ratiFy the growing
demands oF the public service For qualiFied and well
trained personnel.
93
94

.
I b i d ., p. 330.

Mohammed Abdulrahman Al-Tawail, "Institute oF Public
Administration in Saudi Arabia:
A Case Study in
Institutional Building"
[University oF Pittsburgh:
Ph.D.
Dissertation, 1974].

The study divides the history of the IPA into two
main stages.

The First between 1961-1968.

In this

stage the author argues that the activities and the
training programs were limited.

The IPA was unable to

undertake all the Functions entrusted to it by law due
to shortage oF teachers,
Facilities.

textbooks and other educational

In the second stage,

however,

1968-1974 the

IPA has expanded its training programs to include both
in-service and pre-service programs.

It has particip

ated in the reorganization oF the government agencies
and is acting now as a research center For public
administration in Saudi Arabia.

Conclusion

This chapter dealt with reviewing the literature in
three areas.

First since this is a case study in

comparative public administration,

the First part traces

the evolution oF comparative government and the various
changes which took place over the years in this Field.
It discussed the diFFerent approaches in the Field.

It

concluded by presenting the most recent theories in
comparative public administration.
The second part concentrated on the role oF public
personnel administration in soci-economic development.
It discussed the impact oF bureaucratic activities on

political development,

urbanization,

integration,

expansion of knowledge, and economic growth.

the

Particular

attention was given to the literature on the new nations
of the world and the significant role of the bureaucracies
in these countries to influence change and development.
The final pages of the second part presented the
interreaction between politics and administration.

It

pointed out the dominant role of bureaucrats in policy
making.
The last part of the chapter is devoted to the
literature on Saudi Arabia.

It reviewed the literature

on the government and the public administration of Saudi
Arabia.

It reveals the fact that the country has produced

very little research.
The discussion in this part has also

revealed

that an attempt to critically analyze Saudi A r a b i a ’s
civil service and evaluate its functions and its
structures has never been made before.
Thus it is the goal of this study to undertake this
task.

The following chapters are devoted to a thorough

and critical analysis of the Saudi Arabian civil service.
Each chapter deals with certain aspects of the personnel
system.

In undertaking this task the author hopes to

shed some light on the problems of the Saudi civil
service and to contribute to better explanation and better

B5

understanding of the problems of comparative public
administration.

PART II

HISTORICAL BACKGROUND

CHAPTER III

THE COUNTRY AND THE PEOPLE

Until the end of the nineteenth century the Arabian
penninsula was divided into provinces and governed by the
Ottoman Empire.
Najed,

The main provinces were five:

Hayal, Asier and Al-Hassa.^

its own independent government.

Al-Hijaz,

Each of which had

These provinces had

long been divided into a multitude of small municipalities
which were controlled by lords of the walled town or by
Bedouin chiefs who constantly struggled for survival or
mastery.

2

violence,

The entire area was suffered from poverty,
private wars and ignorance.

Al-Hijaz,

the main province,

3

at that time was

governed by Husien Iben Ali who was the great grandfather

^Sad.iq, Mohammed, Tawfiq.
The Development of
Administration and Government in Saudi A r a b i a . [Institute
of Public Administration Press, Riyadh, 1965] p. 13.
2
AACC [Arabian American Oil Company] Aramco H a n d b o o k :
Oil and the Middle E a s t . [Dhahran:
Saudi Arabia, 1968]
p. 49.
3 I bid., p. 62.
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of present King Hussien of Jordan.
Five major cities.

4

It was divided into

Each was surrounded by a number of

villages and tribe centers.
Najed,

on the other hand, used to include nine

districts one of which is the present capital of Saudi
5

Arabia "Riyadh."
The other three main provinces were relatively
small in area and population.

6

They were known as

nomadic provinces where tribes moved from place to
another searching for rain and food particularly in
the province of Asier.

Al-Hijaz was in better economic

and administrative condition than the other provinces of
the penninsula.

It has had constant contact with the

outside world through pilgrimage.

This gave the people

of Al-Hijaz an opportunity for cultural contact with
other Muslim nations.^
4

Assah,Ahmed,
Miricel Over the S a n d .
National Press, Beiruit, 1973] p. 58.

CLabanese

^Sadiq, Mohammed, Tawfiq, The Development of
Administration and Government in Saudi Arabia. [Institute
of Public Administration Press, Riyadh, 19B5] p. 13.
S Ibi d ., p. 15.
^Aramco H a n d b o o k : Dil and the Middle E a s t .
CDhahran:
Saudi Arabia, 1968] p. 63.
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The Holy places of Mecca and Madina had also
provided their inhabitants with good economic
opportunities.

Tens of thousands of Muslims From

all over the world come each year to perform religious
duties in these Holy places.

These tourists were the- -

main source of income For the region.
However, the government of Al-Hijaz was weak,
corrupt and unable to control the constant violence
between its tribes.

Nor could it provide safe travel
Q
For the pilgrimage between the Holy places.
By the beginning of this century the drive For the
establishment of modern Saudi Arabia was begun by the
late King Abdel Azizz A1 Saud.
In 1902, Abdel Azizz, a decendant of A l - S a u d ’s
Family which governed part of Najed during the
eighteenth and part of the nineteenth century and was
driven out of Najed by the Turks in 1871,
control of Riyadh.

gained

With Few supporters he successfully

overthrew the Ajlan regime and had Full control on his
a n c e s t o r ’s capital.

He was proclaimed the new ruler

and welcomed by the people, who had suffered under the
g
harsh rule of Ajlan.

8 I b i d . , p. 84.
g
See J. B. Kelly, Eastern Arabian Frontiers [1964]
p. 104.
Also Aramco Handbook:
Oil and the Middle East
C19G8] p. 52.
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From there on Abdel Azizz spread his control over
other provinces of the penninsula.

First he conquered

Najed with the help of the British who supported him
both military and Financially against the House of
Rashid,

which was loyal to the Turks.

The conquering oF the Eastern part oF Arabia came
in 1913 when he drove the Turkish troops out oF the
city oF HaFuF.

The governor surrendered the city and

Abdel Azizz appointed a cousin, Saud Ibin Jalawi as
its ruler. 11
In 1921 the army oF Abdel Azizz moved north toward
the capital oF the House oF Rarhid Hayal.

The army

succeeded in conquering Jab:;.: "hammar the strong hold
oF Iben Rashid and the entire area surrendered to Abdel
Azizz by the end oF 1921.

In the Following year,

the

domains oF Abdel Azizz were extended still Further to
include the Oases oF Khaybar and Tayma west oF the great
N a F u d a , and Wadi as-Sirhan and Al-JawF to the north.

12

This campaign was aided by many local people who
had become converts to the reForm movement known in the

1G I b i d . , p. 55.
■^Gerald de G a r r y , F a i s a l ;
[Frederick A. Praeger, New York,
1 2 I b i d ., p. 14.

King oF 5audi Arabia
1967] p. 13.
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West as Wahabism which was emphasized as an ideology
by Abdel Azizz and his army.

The movement was

originated by Shiek Muhammad Iben Abdel Wahhab in the
18th century and was strongly supported by Abdel
A z i z z ’s ancestors at that time.

It called for a

sacrifice of worldly privileges and a return to the
strict and simple message of the Quran- and the teaching
of the prophet Muhammed.

13

Thus the principles of his movement together with
the personal qualities of Abdel Azizz provided the
moral basis for the unification of most of the Arabian
penninsula under new, modern and effective government.
In 1924 Abdel Azizz again started expanding his
territory to include the main province in the penninsula,
Al-Hijaz.‘

In September 1924 his forces conquered the

town of Tayif and in October 13,

1924 Mecca surrendered.

Jeddah and Madina the two other main cities of Al-Hijaz
did not surrender until the end of 1925.
□n January 8,

14

192B Abdel Azizz was declared

officially the King of Al-Hijaz in a ceremony conducted
13

George A. Lipsky, Saudi A r a b i a : Its P e o p l e ,
its Soci e t y , its C u l t u r e . [ H r a f Press, New Haven, 1959]
p. 5.
See also William R. Polk, Passing Brave [Alfred
A. Knopf, New York, 1973] p. 53.
14

Norman C. Walpole,
Saudi Arabia [Washington,
Office, 1965] p. 3 9 .

and [ed.] Area Handbook for
D.C., U.S. Government Printing
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inside the Holy Mosque of Mecca.

The King swore that

he would rule according to the principles of Islam.
In September 1932 the country was officially
named the Kingdom of Saudi Arabia.
It was divided into
15
five main provinces.
Each was administered by a
prince appointed by the King and responsible directly
to him.

Mecca was named the political capital of the

country and the headquarters of government.
is the center of government.

The King

He is the sole source of

i
16
new law.
The new King found in Al-Hijaz a more advanced
government than that of Najed and the other provinces.
This was because of the influence of the Ottoman
Empire which had long controlled Al-Hijaz and

D f

greater

exposure to the West through the foreign contacts with
Mecca pilgrims.

Thus he created a constitution in 192S

to preserve the advanced institutions and to encourage
its development.

After the King renamed the country

in 1932 as the Kingdom of Saudi Arabia this constitution
remained as a general statement of g o v e r n m e n t . ^

The

^^Ibid., p. 40.
16

Riley, Carroll L.
Historical and Cultural
Dictionary of Saudi Arabia [The Screcrow Press, Inc . ,
Metuchen, N.J.
1972] p. 56.
^ S a u d i Arabia was created as a new state only in
1932.
Royal Decree No. 2716 dated September 18, 1932
proclaimed the name of the country to be the Kingdom of
Saudi Arabia.
Umm al Sura No. 406, September 23, 1932.

principles of that constitution were applied to Najed
and the other provinces.

18

It was adjusted a number of

times to meet the changes in the government and
administration and the growing needs of the society.

The Economic and Financial Situation

The economic resources of the country were limited
at that time.

Between 1925 and 1933 the main income

was the revenue from pilgrimage which was hardly
enough to meet minimum governmental expenditures.
Other income resources were the annual charities from
some Muslim nations as a contribution to the maintenance
of the Holy places in Mecca and Medina.

19

Furthermore,

due to the dry weather and the scarcity of rain
agriculture and animal production was and still is so
limited that the country has to import about 75% of its
food consumption from abroad.

20

On May 29, 1933 the government entered into an
agreement with an American oil company [Standard Oil of
18
19

Walpole,

et a l . , p. 136.

Mainly Egypt and India used to maintain food and
financial aids to the inhabitants of both cities.
See
Hafiz Wahbah Fifty Years in^the Arabian Penninsula
[Mustafa Al-babi and Sons, Egypt, I960], p. 93, [in Arab
20„
International Bank for Reconstruction and
Development, Approach to Economic Development of Saudi
Arabia [Riyadh:
Saudi Arabia Supreme Planning Board,
I960],
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California}.

The company agreed to give 2.5 million

dollars to the government For the privilege of exploring
for oil.

It also agreed to make loans to the government

deductible from future oil revenues.

21

The Financial situation did not improve,

however,

because in the six years following the signing of the
agreement,

the oil company failed to discover oil in

commercial quantities.

By the end of 1939, however,

the company was. able to export its first shipment of oil
to Europe.

But soon the transportation of oil came to

an end as a result of the breakout of the World War II.
Shipments were resumed in 194B.

22

Thus between 1926 and 1946 the government faced a
severe financial situation.
adequate public services.

It was unable to provide
The income from pilgrims

was also affected as a result of world wide depression
in the early Thirties and later as a result of the war.
But since 1946 government activities have expanded
greatly in education,

in health and welfare services,

21

See [A] Norman Walpole and e d . ] Area Handbook for
Saudi Arabia [U.S. Government Printing Dffice, Washington,
D . C . , 1966] p. 300.
CB] Arabian American Oil Company, Aramco
H a n d b o o k : Oil and the Middle East [Dahran:
Saudi
Arabia, 1968] p. 111.
22
p. 91.

Nihad Ghadri, The Great Challenge.

[1968]
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in building roads, dams,
centers and so Forth.

pilgrimage facilities, training

23

The first budget was published for the fiscal year
1947-1948 but it was not well organized nor was it
used as an instrument of fiscal policy.

Subsequent

budgets were not published regularly because the
country lacked an effective financial system.

But by

1951 the government was becoming aware that if the
revenues from oil were to be used for the development
of the country it was necessary to create means to
carry out effective currency measures and to handle
foreign exchange transactions.

24

Thus in October 1952 the Saudi Arabian Monetary
Agency was created.

Its tasks include stabilizing and

maintaining the balance of the Saudi Riyal
and externally,

internally

operating monetary reserves for purely

monetary purposes.

It also handles the process of

buying and selling gold and silver coins and bullion
for government accounts as well as regulating commercial
k u 25
banks.

2 3 I b i d . , p. 130.
24

Norman C. Walpole and associates Area Handbook
For* Saudi Arabia [U.S. Government Printing Office,
Washington, D.C., 196B] p. 300.
2 5 I b i d . , p. 301.
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The effect of these functions of the SAMA on the
national economy was soon observed.
This new program together with the discovery of
oil have made great changes in the Saudi Society.

The

King who used to administer the country in the traditional
personal manner expanded his administration from his
palace to new specialized government agencies.

A

council of ministers was created in 1953 to act as
both a legislative and executive body for the country.
The basic goal of this council was to transform the
traditional Saudi society to a modern state.

26

With the help of increased oil royalties the
government was able to undertake a sound program of
economic development and modernization.
the fields of education and health.

Examples are

Money was

allocated to make education free at all levels.
medical treatment,

hospitalization,

Free

and medicine have

been extended throughout the country.

Development

has included all aspects of transportation, communication,
agriculture, social security,
26

commerce,

and industry.

27

Aramco H a n d b o o k : Oil and the Middle East [Daharan,
Saudi Arabia, 19E8] pp. 180-184.
^ I b i d . , pp.

191-194.

Thus, since the creation of the Council of
Ministers in 1953 the country has been Fallowing a
deliberate, evolutionary policy of development.
standard of living has risen sharply.

The

The gross

national product is increasing ten per cent a year.
Per capita income is estimated to have risen From the
subsistence level in the late 1 9 4 0 ’s to about $3000
in 1973.

Present estimates indicate that per capita

income will double every seven years For some time to
come since the price of ail is increasing rapidly and
the demand For it is expanding and since Saudi A r a b i a ’
main source of income is oil.
its annual budget.
Admittedly,

It constitutes 95% of

28

gross national product and per capita

income Figures can only be rough estimates, For Saudi
Arabia is just beginning to develop the statistical
information necessary For accurate estimates.

However

such Figures can serve as a rough yardstick to compare
the country with other developing nations.
Chart 1 shows the structure of the government of
Saudi Arabia.

Public administration has emerged out

of the house of King Abdel Azizz in the thirties with
no more than 50 people as traditional consultants to

28

Al-Bilad,

July 9, 1975

[A national newspaper].

CHART 1. THE ORGANIZATION OF THE GOVERNMENT OF SAUDI ARABIA AT THE PRESENT TIME.1/76
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■the King in running the affairs of the people to the
present complex bureaucratic system of 235,561 civil
s e r vants.^
The Political System

Up to the present time the state has no written
constitution which defines the relationship between
the rulers and ruled as a source of political legitimacy.
The constitution of 1326 was not a political constitution
in the modern sense.

It contains a set of rules for the

organization and the maintenance of the government
institutions.

It was a general statement of government

organization and administration.
The King has been the center of government and the
only source of political legitimacy.

In determining

public policy the King relies heavily on A_1 Sharia
Ci.e.,

Islamic Law.]

30

A1 Sharia provides broad

principles of political and social functions.

Thus it

is considered the supreme law of the land.
In addition there are other,
"non-associational
29
Bureau,
30

to use A l m o n d ’s term,

interest groups" which also exercise

A Report published by the Centeral Personnel
1375.

George Lipsky, Saudi Ar a b i a : Its P e o p l e , its
S o c i e t y , its C u l t u r e , [Hraf Press, New Haven, 1353]
p. 112.

political influence over the King.
the Ulama [religious leaders],
Family,

Those constitute

kinship groups,

and members of the high social class.

the royal
Such

groups exercise influence on public policy matters but
the final decisions are made by the King who is by law
the prime minister,

the Commander in Chief of the armed
•4,

forces and Imam Al-Muslimeen [The Leader of Muslim].
No legislative body in the Western sense exists
in the country.

The Council of Ministers functions as

both a legislative and executive body.

It exercises

full political power over the affairs of the country
under the leadership of the monarch.

32

This has been

the case under the four different leaderships since
the establishment of the kingdom.
When King Abdel Azizz passed away on November 9,
1953 his eldest son Saud, who was the Crown Prince was
31

Gabriel A. Almond and G. Bingham Powell,
Comparative Polit i c s : A Developmental A p p r o a c h , CBoston
Little Brown, 19BB] pp. 7B-77.
Almond defines nonassociational interest groups as those unorganized
individuals who pursue a shared interests informally.
32

The Council of Ministers was established by a
Royal Decree in October 9, 1953.
For more details on the Council of Ministers, its
functions and its activities see:
M. T. Sadiq, The Development of Government and
Administration in Saudi Arabia [Institute of Public
Administration, Riyadh, Saudi Arabia, 19B5] Chapter 4,
pp. 51-68.
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inaugurated as King.

33

He served between November 1953

until October 1964 when he was declared by the princes
of the Royal Family and some religious leaders as
mentally and physically unable to carry out his duties
as King.

They proclaimed the Crown Prince, Faisal, as

the new King.

34

Faisal served between October 1964 until March
1975 when he was assasinated by a member of the Royal
Family.
brothers,

His death brought to power one of his eldest
namely Crown Prince Khalid who is the

present King of Saudi Arabia.
Conclusion
This chapter was designed to introduce the reader
to Saudi Arabia.

The chapter presents briefly the

history of the country,

the geographical and political

diversity that existed prior to the establishment of
Saudi Arabia, and the movement for its unification.

It

also discusses the main economic resources as well as
the sources of political legitimacy the various changes
in the leadership and the development of new institutions
of governments.
33

Gerald de Garry, Fa i s a l :
[Frederick A. Praeger, New York,
3 4 Ibid., p. 130.

King of Saudi Arabia
Washington, 1967] p. 79.

CHAPTER IV

THE ROLE OF THE SAUDI ARABIAN PERSONNEL ADMINISTRATION
AN OVERVIEW

Actually no study of the Saudi Arabian Civil
Service can be properly undertaken without an
examination of the governmental system of the country.
Earlier we discussed the interreactions between politics
and administration and painted out that in developing
countries personnel administration stands at the center
of the governmental process.

This is true of all

countries and particularly true of Saudi Arabia where
the political system and the way it functions has
significant bearings on the civil service.

Any attempts

at administrative reform in Saudi Arabia cannot be
undertaken without corresponding basic changes in the
system of government.

Thus this chapter will critically

analyze the evolution of the governmental system in
Saudi Arabia and its impact on the personnel system.

As pointed out in Chapter III, Saudi Arabia was
officially created in 1932,

but the efforts to establish
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•the country go back to 1902 when Abdel Azizz gained Full
control of the major capital,

Riyadh.

He established

his government First in that city and From there he
expanded his rulership over the other provinces to
develop what is known to the world today as the Kingdom
oF Saudi Arabia.

Hence, the discussion here will trace

the evolution oF the governmental system and civil
service since 1902.

SpeciFically, the chapter will

identiFy three major stages which the Saudi public
service has passed through since 1902.
administration between 1902 to 1930.

First, early
The second stage

constitutes the period From 1931 to 1952.

And Finally

the current stage From 1953 to the end oF 1975.

Stage I

The Early Administration,

1902-1930

The Absence oF Civil Service Law
In the early days oF his administration Abdel
Azizz was preoccupied with the maintenance oF his
political power and leadership over Riyadh and the
surrounding centers against heads oF other tribes
particularly the Ibin-Al Rashid and A1 Ajman tribes.'*'

^Amin Al-Said, The History oF the Saudi State
[Karam Press, Beiruit, Lebanon, Second Edition, 1964]
pp. 35-45.
[in Arabic],
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His main concern was the recruitment of followers from
the nearby tribes to protect his territories and to
spread Wahabism [a religious ideology].
Lacking in both financial and education resources,
Abdel Azizz had to rely heavily on ideological means
to gain support and to maintain political stability.

2

At this stage written laws simply did not exist.
The Ulama [i.e.,

religious leaders] were the source of

all laws for the society,
matters.

particularly in judicial

They were the interpreters of the Koran and

Sunna [Prophet Muhammed’s recommendations co his
followers].

They were the elite of the society with

whom Abdel Azizz had to conduct regular meetings at
least once a week to exchange views about social and
3

political matters.
Abdel Azizz ruled first as head of the tribe,

or

Amir,

with no formal relationship between him and the
4
people of Riyadh.
His role was limited into two main
2

Ahmed Assah, A Miracale Over the Sands [Lebanese
National Press, Beiruit, Lebanon, 1971]. p. 51. [in Arabic],
3
This meeting became a national tradition in Saudi
Arabia.
The King still meets each Thursday of each week
with religious leaders and social elites.
4

George Lipsky, Saudi Ar a b i a , Its People, Its S o c i e t y ,
Its Culture [Hraf Press, New Haven, 1959] p. 106.
His title was Amir or Prince until 1921 when this title
was changed to Sultan [i.e., governor].
Amin A1 Said,
This History of the Saudi State p. 179.
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Functions.

First,

to maintain law and order according

to the Sharia [i.e.,

Islamic law] and, second,

to defend

his territories against Foreign invaders.
Abdel Azizz used to Formulate policies For both
Functions with the help of the members of his Family
and Few advisors who were a mix of religious elites and
5

loyal heads of tribes.

They had no Formal or legal

relationship with Abdel Azizz but they were concerned
about the safety and security of their society under
his leadership.
This explains the absence of a civil service law
at that time because there were no civil servants to
whom it would apply.

The Followers.oF Abdel Azizz who

were recruited From the various tribes to spread
Wahabism acted as both military men and security
officers to maintain law and order.

The compensation

was basically their daily meals at the palace of Abdel
Azizz or at the house of the Amir Cprince] wherever they
located.^

In addition they got an unspecified

charity

5

G. de Garry, Faisal, King of Saudi Arabia [Frederick
A. Praeger, New York, Washington, 1SB7] p. 15.
S Ibid. , pp.

16-19.

^George Rentz "Wahabism and Saudi Arabia" in Derek
Hopwood, The Arabian Penninsula [Roman and Littlefield,
Tolowa, New Jersey, 1972] p. 64.
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from time to time and a Fairly big one annually [usually
during the month of Ramadan,

the holiest month in

Islamic y e a r } .
There are no records of the number of Followers
since there were no written laws or government officers
in the modern sense to keep such records but many
writers put the number at forty when Abdel Azizz first
0
conquered Riyadh in January 15, 1902.
This number
grew as he expanded his territories in central Najed.
The organization of the followers was based on
traditional tribal methods.

There were no rank or

position c l a ssification1systems to organize them.

As

their numbers grew they were divided between the princes
in the various districts according to the size and
importance of each district.

Under the prince, they

all were appointed on the same status,

Akkwan [i.e.,

followers].
In addition,

the prince chose one to be his

commander and to report to him on any violation or
dispute.

The choice of the commander was based on both

his age and his social status.

His role was to organize

his men and supervise their work.

They were organized

8
Ahmed Assah, ,A Miracle Over the Sands [Lebanese
National Press, Beiruit, Lebanon, 1971] p. 48 [in
Ar a b i c ] .

usually into two main groups, one group worked under
the prince and the other under the Qadi [judge].
In the time of war they gathered in Riyadh, the
center of leadership,

where they got arms and

ammunition and reorganized into divisions For the
purpose of warfare.
By 1904 Abdel Azizz expanded his territories to
include A1 Washm, Sudar and A1 Kaseem.

g

In each

district he had appointed a prince to represent him
in ruling that region.

Those princes usually were

either members of A1 S a u d ’s family or member of the
elites of that region."*"*"*

Their main duties beside

representing the central government were to maintain
law and order and to report to Abdel Azizz regularly
on the status of that r e g i o n ."*""*"
Abdel Azizz used to gain the loyalty and support
of those princes by inter-marriage.

His tactic was

^ Ibid., p . 53.
^ M o h a m m e d T. Sadiq, The Development of Government
and Administration [Institute of Pubic Administration
Press, Riyadh, Saudi Arabia, 1965] p. 24.
[in Arabic].
"^George Lipsky,

Ibi d . , p. 107.
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that as soon as he gained control over a district or a
t r i b e ’s center he moved to establish a marriage
relationship between his Family and the leading Family
in that district.

Since the culture and the tradition

oF the society considers the Family relationship,
particularly by inter-marriages, to be sacred, this
strategy helped Abdel Azizz in expanding his leadership
over central and northern Arabia.
The Amir,

or prince,

became the leader and

chieFtain oF all local princes and head oF tribes.
His rule was absolute in local aFFairs and there was
no constitution to deFine or limit his powers.

He was

both the policy maker and the chieF executive.

All

districts under Abdel Azizz at that time lacked regular
court system and a code oF law.

As mentioned earlier,

A1 Sharia [i.e., Islamic law] was the supreme law oF
the land.

Judges were appointed by the princes and

reported directly to them.

The prince used to recruit

the religious leaders oF the community to act as judges
using A_1 Sharia as their basic law.
however,

Their judgments,

were subjected to the Final approval oF the

pri n c e .
ThereFore,
written laws.

this era was marked by the absence oF
There were no civil service laws or

recruitment laws.

Education was limited to religious

88
knowledge which used to be taught in mosques or at the
house of an Ualem [religious leader].

Government

schools and secular education simply did not exist in
that part of the world at that time.

Parents who

wished to educate their children used to send them to
these mosques for a moderate monthly contribution to
that religious teacher.
was exclusive to boys.

Such an education moreover
By culture and tradition, a

girl had to stay home and learn how to become a good
housewife.

_It is important to mention here, however,

that women were not allowed to benefit from formal and
secular education until I960 when a royal degree
established a school board for the education of girls.
In addition to his main duties in maintaining law
and order,

the Amir used to collect taxes or contributions

to pay for government services.
regulations for a tax system.

There were no rules or
These taxes were

collected according to A1 Sharia Clslamic law].

A1

Sharia requires each individual moslem to pay a charity
once a year according to his wealth.

Thus, the payment

of such charity was left to the courtesy of the
individual.

There was no government control on the

collection of these taxes.
Since the state lacked a financial and coinage
system, these taxes were in the form of livestock.
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People donated camels,
their charity or taxes.

horses,

cattle,

and sheep as

These were collected by the

prince or the Sheikh [head of a Family or tribe or clan]
who in turn redistributes them to the needy people.

He

also used to keep a portion of it For general and
Future services.
These donations constituted the main economic
resources oF the state.

In addition,

Abdel Azizz got

occasional Financial and military aid From some Foreign
governments,

particularly the British who assisted him

with both personnel advisors and military equipment to
maintain his deFense position against the Turks.

12

This administrative situation persisted From
January 15,

1902 when Abdel Azizz was declared the new

ruler oF Riyadh until 1924 when he conquered TaiF in
A1 Hijaz region.

Even though his territories had

expanded during this period to cover all central
Najed,
Hassah,

Jabal Shamer and in 1915 the whole region oF A1
the administrative Function and structure had

not changed.

As the territories expanded new

administrative units were established in some areas For
expedient considerations but they remained largely
12

Amin Al-Said, The History oF The Saudi State
[Kasam Press, Beiruit, Lebanon, Second Edition, 1964]
pp. 72-78.
[in Arabic].
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homeostatic in their purpose and sporadic in their scope
and timing.

Bath the personnel and the Financial

standards were primitive.
scarce and no developmental

Skilled personnel were
institutions were available.

The Administrative System of Al-Hijaz Prior to 1925
In 1925, however,

when Abdel Azizz conquered A1

Hijaz he Found a new Form oF government and administration.
Some have termed the Full takeover oF A1 Hijaz asi the
turning point in the history oF Saudi Arabia.

Al-

Awaji argues that:
"Politically, the period between 1924 to 192S,
in which the region oF Al-Hijaz politically
surrendered, was the mast decisive development
in the history oF the country."13
Another observer,

Norman Walpole has stated that

"When Abdel Azizz Iben Saud conquered the
Hijaz in 1925 he Found a more advanced state
oF government than that oF Najed.
This
because oF the inFluence oF the Ottoman
Empire which had long controlled the Hijaz
and oF greater exposure to the West through
the Foreign contacts with Mecca pilgrims."14
In 1917 Al-Hijaz had had an extensive political and
administrative reForm.
time,

Husien,

King oF Al-Hijaz at that

had established a legislative body Majlis Al-Shiouk

Ci.e.,

Council oF Sheiks].

All legislative powers were

Ibrahim Al-Awaji, "Bureaucracy and Society in
Saudi Arabia."
CUniversity oF Virginia:
Ph.D.
Dissertation, August, 1971] p. 41.
14

Norman C. Walpole.
Area Handbook For Saudi Arabia
[U.S. Government Printing OFFice, Washington, D.C., 1966]
p. 136.
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invested in this council.

The King had also established
15
a council of ministers in the same year [i.e., 1917].
While the legislative body was put in charge of
Formulating laws and regulations For the entire Hijaz
region,

the Council oF Minister was in charge aF

administrative and executive Functions.
According to Amin Al-Said in his book:

The History

oF the Saudi S t a t e , there were eight ministries under
King Husein oF Mecca:
oF Finance, 3]
Taxations,
oF Navy,

7]

5]

1]

Ministry oF War,

Ministry oF Health, 4]

Ministry

Ministry oF

Ministry oF Communication,
Ministry oF Interior, and B]

Foreign AFFairs.

2]

S]

Ministry

Ministry oF

16

Each was headed by a minister who was appointed by
the King upon a recommendation From the Prime Minister
and was responsible directly to the Prime Minister.
The Prime Minister was Sheik Abdalla Siraj Aldin at
that time.
15
HaFiz Wahba, The Arabian Penninsula in the
Twentieth Century [Egyptian Nahza Press, Cairo, Fourth
Edition, 1961] p. 101.
Cin Arabic].

1B

Amin A1 Said, The History oF the Saudi State
CKaram Press, Beiruit, Second Edition, 1964] p. 294.
[in Arabic],
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In addition to these ministries,

the King had also

established two other administrative units, one for
pilgrimage affairs and the other for resolving tribal
d i s putes.
Thus,

when Abdel Azizz was proclaimed the new King

of Al-Hijaz he dissolved the Ministry of Prime Minister
Abdallah Siraj Aldin.

But in order to preserve the

administrative structures and to develop similar
administrative units in other parts of the state,

he

created a constitution which was issued by a royal
decree in August 30th,

1926.

It included a set of rules

for the organization and the maintenance of the
government i n s t i t u t i o n s . ^
In addition,

the constitution called also for the

creation of a legislative Council,
Ci.e.,

Majlis A l -Shoora

Council of Advisors] and for the establishment

of a municipal council in all four major cities of
Al-Hijaz.

18

The Council of Advisors was an elected

^^Mohmmud T. Sadiq, The Development of Government
and Administration in Saudi Arabia [Institute of Public
Administration Press, Riyadh, Saudi Arabia, 19B5] p. 31.
[in A r a b i c ] .
18

Kasim Darar, "Personnel Administration"
[Institute of Public Administration Press, Riyadh,
Saudi Arabia, 1974] pp. 23-24.
[in Arabic].
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Chart 2
The structure and organization of the public
administration according to the Constitution of 1926

The King

General Auditing

Administration
for Military
Affairs

Agent General

Administration
for Foreign
Affairs

Majilis Al-Shoora

Interior

Education

Finance

Adopted

Courts

Police

Courts Admi
nistration

Health

Pilgrimage

Communications

The two Holy
Mosques

Municipalities

S o u r c e :

Accounting Office

from

M.

T.

Sadiq,

Ibid.,

p.

41.
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body whose main duty was to help the king Formulate
public policy.
A major portion of the constitution is devoted to
the structure and organization of the bureaucracy.
The Following chart explains the administrative
structures at that time and according to the constitution,
[See Chart 2].
The Constitution and the Civil Service
Article number seven oF the Constitution was
devoted to various civil service regulations with
particular emphasis an the requirements Far entering
the civil service.
as citizenship,

It states certain elements such

merit, age, health, and sex to be

conditions For employment.

It has also guaranteed

some basic rights oF the civil servant including
protection against arbitrary punishment,

dismissal or

degrading.
These regulations were Followed by various decrees
and arrets which regulated other aspects oF the
personnel administration in the public service.
the beginning oF 1927,

By

For instance, a committee was

Formulated by a royal decree to study the entire civil
service system and to suggest recommendations For
reorganization and improvement oF the system.

The

committee introduced several recommendations For
reorganizing the personnel system.

As a result a

number oF scattered decrees were issued in the Following
three years aFter 1926.

Late in 1927 a decree was

issued changing the compensation and pay system.

In

September 1928 a central administration was put in
charge oF keeping records For each civil servant.

This

central administration replaced the traditional methods
by which each ministry used to keep its own records
For its employees.
Thus, until 1930,
civil service system.

the country lacked a comprehensive
All the various personnel

regulations were Far From satisFactory and had to be
changed later.

They lacked such basic Features oF a

modern civil service system as position classiFication,
selection oF the basis oF merit,
processes,

organized recruitment

training, and retirement programs.

The

whole era was marked by a primitive administrative
standard.

There are no accurate reports available on

the number oF civil servants at that time but each oF
the eight major administrations was estimated to have
been between two to three hundred employees.
The diFFiculty in Finding an accurate report oF
the government’s employees was due to the lack oF a
comprehensive civil service law.

An employee could

quit his job the very next day to work in private
pilgrimage service iF he wished to do so.

Since each
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agency used to keep its own records,

it was very

difficult to know the total number of civil servants
in the public bureaucracy at a given time.

However

a rough estimate by this author would put the total
at three thousand and five hundred civil employees.
This figure,

of course,

19

does not include police or

royal guard personnel or members of Al^ Akkwan [followers]
who were operating on a wide scale throughout the other
regions of the new state as mentioned earlier.

The

estimate cavers only the employees working in the
region of A1 Hijaz.

Stage II

1931 to 1952

In this section the discussion will be divided into
four parts.

Each part analyzing the administration in

a certain section of the four major regions that
constitute Saudi Arabia today.

The discussion will

cover public service development between 1931 to 1952.

The Administration in Al-Hijaz
In its report to the King in 1927, the Committee
for Administrative Reform recommended a modern civil
19

See Fuaad Hamza, Al-Bilad A1 Arabiah Al-Saudiah
[The Saudi Arabian S t a t e ] [Modern Victory Press,
Riyadh, Saudi Arabia 1968]
[in Arabic].

service law to replace the several,
It was not until 1931, however,

vague regulations.

that a comprehensive

personnel law was Finally adopted, and this served the
country with certain slight modifications until 1953,
the year in which the government undertook an overall
reorganization of the whole administrative machinery
of the state.
In addition to this new personnel law the King
issued a decree on December 30,

1931 reorganizing the

whole bureaucratic machinery in Al-Hijaz.
created a new legislative council,
[i.e.,

Council of Deputies].

The decree

Majlis A1 Wokala

Unlike the first council

this was both a legislative and executive body.

All

its members were heads of major government agencies.

20

The new reorganization also structured all govern
ment agencies under either the Ministry of Interior or
the Council of Deputies.

Both the Council and the

Ministry of Interior report directly to the King about
their respective agencies.

The Council

over by the Agent General.

All heads of agencies from

both sides hold membership in it.

is presided

Unlike Majlis Al-

Shoora the decisions of the new council were not
20

Kasim Darar, "Programs of Personnel Admin
istration" a Report on Personnel Functions [Institute
of Public Administration Press, Riyadh, Saudi Arabia,
1974] p. 32 [in Arabic],
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subjected to the K i n g ’s approval.

As soon as the council

approves them, they become laws.
The

reorganization greatly affected the growth

of the bureaucracy and the expansion of governmental
services during the thirties.

In 1932 the country was

officially unified and named the Kingdom of Saudi
Arabia.

Government expenditures also increased as a

result of an oil agreement in 1933.

New admin

istrative units were established to furnish government
services to the people in rural areas.

Educational

programs were expanded and the government imparted
skilled and semi-skilled personnel from Egypt, Lebanon
and other countries to participate in the developmental
process.
The following chart demonstrates the structures
and organization of the government following the
decree of December 30,

1931.

It was the first effective

organization of a series that followed.

It gave the

Agent General Cthe late King Faisal] more coordinating
power over the various agencies by limiting the span
of control as shown in the chart.
This structure lasted for twenty years until 1953
when a Council of Ministers was created and the state
experienced a comprehensive administrative reform.

9 9

Chart 3
Organization of the government in 1932 according to the
Council of Deputy Law as of December 3D, 1931

The King

Agent General

Council of Deputies

Royal Court

Ministry of Interior

Military

Health

Foreign Affairs

Education

Finance

Communication

Majlis A1 Shoora

Police

Governor of District

Courts

Municipalities

Pilgrimage

Source:

Adapted

from

M.

T.

Sadiq,

Ibid.,

p.

43.
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The Administration in Na.jed
In contrast with Al-Hijaz,

Najed was under

traditional tribal methods of administration during
the whole era [i.e., the Thirties and the Forties].

21

Modern administration did not exist in this region
before the early Fifties for a number of reasons.
The economic resources were so limited that the
government was unable to undertake massive economic
and administrative development.

The government invested

heavily to improve pilgrimage facilities since that
was the only major economic resource at that time.
Another reason is that the people in this region
were culturally bound to preserve their heritage and
traditions and to resist change.

In addition,

government leaders and managers were mainly recruited
from Al-Hijaz and they were so narrow in their outlook
that very little attention was paid to Najed and other
parts of the Kingdom.

Moreover,

the lack of t rans

portation and lack of qualified personnel were also
major factors in the absence of modern administrative
units in Najed.
Nevertheless the region was governed by crown
prince Saud,
21

the eldest son of the King Csecond king of

Kasim Darar,

I b i d ., p. 34.

I
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the Saudi state].

The King appointed Saud to represent

him in governing the entire region.

He was stationed

in Riyadh and supervised a number of princes and heads
of tribes who were put in charge of various districts
and towns.
Each district or town in Najed had a financial
officer and a Qadi [i.e., Judge].

22

Those two were to

assist the local prince in carrying out his duties.
Unlike the cities and towns in Al-Hijaz towns in Najed
had no councils,

very few elementary schools and

limited health services throughout this era.

23

However,

as the financ-ial ability of the government increased
and the administrative activities grew,

government

agencies were established and services were rendered.

The Administration in Al-Ahssa
The administrative situation in this region was
virtually similar to Najed.

The administration was

traditional and tribal practising the same methods
mentioned above in the discussion of Najed.
22
23

Kasim Darar,

The King

Ibid., p. 34.

Fouad Hamza, Albilad al-Arabiah al-Saudiah [The
Kingdom of Saudi Arabia]
[Riyadh:
Maktabat A1 Nasser
al- H a d e e t h a h , 1936], p. 229.
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had appointed a relative Abdellah Ibin Jallawi to
represent him in the region.

He supervised many

princes who ruled towns and small districts.

A

Financial officer and a Qadi [Judge] assisted each
prince in judicial and financial affairs in his
respective district.

The Administration in Asir
Compared with Najed and Al-Ahssa,

this region

was more traditional and tribal than either region.
Even though the Turks had ruled there for decades, the
people remained strongly attached to their heritage
and traditions.

The King had a number of princes

representing him in this area.

They all were appointed

by him and reported directly to him.

Each prince was

also assisted by a judge and a financial officer.
the case in the last two regions,
units simply did not exist.

As

modern administrative

The family relationship

was so strong in this region that people usually
avoided the government and depended on family relations
in settling their disputes.
This generally was the administrative situation
in all four regions throughout this stage.
been,

however,

There have

some bureaucratic modifications.

In 1945

a new civil service reform regulation was issued to meet
the slow expansion of the bureaucracy.

As the first
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law, even though it regulates the various aspects of
the personnel system and improve its performance,

it

lacked many features of a modern civil service system
such as sophisticated position classification,
scientific recruitment processes, and a comprehensive
compensation plan.
One should mention here that during this period,
the government faced a severe financial problem.
Aramco Ci-e.,

the oil company] failed to find any oil

in commercial quantities during the first six years
of search.

When they finally found oil in 1939 they

were unable to export it because of the out break of
World War II at that time.

Thus,

it was not until

1946 that the government started benefiting from ail
revenues.

Moreover,

the revenues from pilgrimage was

also adversely affected as a result of the War.
This financial situation hindered bureaucratic
development throughout this stage.

The government was

unable to increase its activities nor to expand the
bureaucratic machine.
The problem was further complicated by severely
dry weather across the country.

The dryness badly hurt

agriculture and livestock production on which eighty
per cent of the people depended for their daily living
at that time.
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Following the war,

however,

with the increasing

royalties From oil an overall administrative reform
and reorganization took place.

The process of establish

ing a unified central administration began in the late
forties and early fifties.

A recent bock describes

the changes as follows:
"After World War II, Saudi Arabia resumed its
evolution from tribal and regional society
into a modern state.
This transition is
continuing with increasing momentum.
The
growing oil industry has provided a sub
stantial flow of revenue for the c o u n t r y ’s
continuing development."24
Functional specialization in government agencies
was emphasized at the national level.

Accordingly,

the King created a number of specialized ministries in
the period between 1946 to 1952.
Ministry of Foreign Affairs,
Finance,

They are:

The

[2] the Ministry of

[3] the Ministry of Agriculture,

Ministry of Defense,

[1]

[4] the

[5] the Ministry of Education,

C6] the Ministry of Health and [7] the Ministry of
25
Communication.
In addition,

the King also organized his royal

court by establishing several specialized administrative
24

Arabian American Oil Company, Aramco H a n dbook:
Qii and the Middle East CDhahran:
Saudi Arabia, 1968]
pp. 67-68.
25„
Kasem Darar,

Ibid. , pp. 36-37.
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units corresponding to all existing ministries.

Each

unit reports to him on the affairs of the corresponding
mi n i s t r y .

Stage III

From 1953 to 1975

This present stage is the one in which the public
service has emerged from one of traditional tribal
methods to a modern system.

The decade of the 1 9 5 0 ’s

was the turning point in the history of this backward
country.

The special significance of the country after

the war can be attributed to four main factors.

First,

the discovery of oil in commercial quantities attracted
the attention of the international community and made
Saudi Arabia a strategic geological location.

Second,

the flow of oil royalties into the country attracted
both western and non-western business investment in the
country.

Third,

the government was able to undertake

vast social and economic programs to improve the living
conditions of its people.

And fourth, the flow of

foreign intellectuals into the country from the Arab
world and the west introduced new values in the society
and certainly has influenced the attitudes of the
people toward modernization and development.
As a result,
new demands.

the bureaucracy has expanded to meet

The need became obvious for a strong
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central administration to undertake massive social and
economic developmental programs For all Four major
regions oF the country.

Thus a Council oF Minister

was created by a royal decree on Dctober 9, 1953.

26

The Council combined both legislative and
executive Functions.

The decree invested in it the

powers to Formulate national and Foreign policies.
stated that the Council "regulates Financial,

It

economic,

educational and deFense policies as well as administers
and executes these policies."

27

George Lipsky has stated that the decree which
"set Forth the composition and the Functions oF the
most important organ oF state below the King .. .
represents a genuine initial eFFort to institutionalize
the exercise oF the royal prerogative and to separate
the exercise oF authority From the arbitrary decision
making procedure that previously existed around the
King and his immediate entourage."

28

26

M. T. Sadiq, The Development oF Government and
Administration [1965] p. 36.
27

Royal Decree No:
Article 18.
28

George Lipsky,

ojd

14, dated November 18,

.

c i t . , p. 116.

1964,
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Al-Awaji has also defined the significance of the
Council in three major factors:
"First because it is headed by the King, who
is the Prime Minister, the Council of Ministers
combines the s t a t e ’s legislative, executive,
administrative, and some occasional judicial
functions.
These include the determination of
mandatory policies of the highest priority.
Second, the Council of Ministers is the
administrative arm of the King through which
his orders are formulated and carried out and
to which public complaints are usually
submitted for his consideration.
Thirdly,
it is the main liaison between the bureaucracy
and local governments, on the one hand, and
the King and his cabinet, on the other."29
By law all ministers are members of the Council
including the ministers of state.

The president of

the Council is the King himself or his representative.
The Crown Prince is the Deputy Prime Minister,

this

position has always been occupied by the Crown Prince
who represents the King in presiding over the Council.
King Abdel Azizz passed away one month after the
creation of this council.

His eldest son Saud,

was proclaimed the new King of the state,
opened the Council on March 7th 1954.

who

officially

Crown prince

Faisal [the late king} was a member in the council,
but five months later King Saud officially appointed
him the president of the Council.
29

Ibrahim Al-Awaji,

30. > • m
Kasim Darar,

30

ojo. c i t . , p. 111.

Ibid.,

p. 39.
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Since its creation in 1953 the Council has played
a major role in modernizing the Saudi state.

Between

1953 and 1961 Five additional ministries were created
namely:

[1] the Ministry of Petroleum and Mineral

Resources,

[2] the Ministry of Commerce and Industry,

C3 D the Ministry of Labor and Social Affairs,
Ministry of Pilgrimage,
Information.

[4] the

and C5] the Ministry of

Furthermore,

a number of independent

agencies were established in this period,

mostly

public corporations.
In 1.970, the Ministry of Justice was created to
raise the number of ministries to fourteen.

In

October 13, 1975 an additional seven ministries were
created to make the total twenty.
Ministry of Housing,

Electricity,

[1] the

[2] the Ministry of Planning,

C3 D the Ministry of Social Works,
Higher Education,

These are:

[4] the Ministry of

C5] the Ministry of Industry and

[6 ] the Ministry of Postal,

Telegram,

and Telephone Services, and [7] the Ministry of
Municipalities.

31

The reorganization of October 1975 was imposed
on the government by the increasing social problems.
The economic boom has attracted hundreds of thousands
31

A1 Maddina [A National Newspaper],

October 14, 1975.
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of job seekers from neighboring countries.

As of the

end of 1975 when this author was in Riyadh collecting
data for the study,

the number of foreigners was

estimated to be two and a half millions working in a
country of only four million people.
million foreigners,

32

Of the 2.5

two millions are from Yamen, three

hundred thousands are from other Arab countries,
mainly Egypt, and the rest from various other
countries.
This situation has created overcrowded cities and
towns and resulted in severe social problems.

It also

has increased the demands on the various governmental
servi c e s .
Thus,
October,

the reorganization of the government in

1975 was an attempt to strengthen the

government and to increase the administrative
capabilities in order to deal with these problems
e ffectively.

There is no official reports on the population
of Saudi Arabia, but an estimation by the Economic
Research Institute of American University of Beirut
put the papulation between 3 to 4 million.
The Report
was made on the basis of a comparison of food avail
ability to standard of consumption required to support
1 if e .
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Summary

This chapter presents the evolution of the civil
service of Saudi Arabia since 1902.

It also discusses

the interreaction between the political system and the
administrative system throughout this period.

It

explores the influence of the various environmental
factors on the growth of the civil service.

The

following chapter discusses the history of the General
Personnel Bureau as well as its structures and functions.
The last section of that chapter analyzes critically
the presentation of both chapters.

CHAPTER V

THE GENERAL PERSONNEL BUREAU CGPB]

Although the Constitution of 1926 was a general
statement of government and administration,

it did not

provide for a central civil service bureau to organize
and supervise the civil service.

Article seven of

that constitution which was devoted to the rights and
duties of the public employee failed to create an
independent body to act as a guardian for these rights.
At that time the actual power of appointment,
dismissal,

promotion,

punishment, and removal lay with

the individual agencies,
Hence,

or the Council of Deputies.

the whole appointment process and the other

personnel functions were subjected to favoritism and
nepotism,

which greatly undermined efforts to apply

merit principles.
In 1928 the Agent General [the late King Faisal]
created an office within his administration and put it
in charge of keeping records of all civil servants.
The number of government employees was so limited at
that time that this office was assigned to a single
person,

whose major duties were to record the date of

I
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appointment of each employee and to request the
transcripts and other documents of his appointment."''
But since the power of appointment and removal were
still in the hands of individual agencies,

and since

there were no binding regulations on entering and
leaving the civil service,

the office failed to maintain

accurate records and information on the public personnel
system.

The problem was complicated further by the

lack of cooperation from other agencies and by
bureaucratic delay which confused further the work of
that office.
Even after the enactment of the first civil service
law in 1931 the functions of the office remained very
limited.

The act which combined the various regulations

in one comprehensive civil service statute failed to
create a central agency to supervise and audit the
application of the rules.

Furthermore,

it provided

for the formulation of a committee to supervise the
processes of recruitment and selection but the office
was not granted membership in that committee.

Instead,

the law increased the power of the individual agencies
over selection and appointment by reserving the

1Kusim Darar

I b i d ., p. 78.
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chairmanship of this committee to the head of the agency
co n cerned.
In 1939 when the Ministry of Finance was created
the office was transferred to it and renamed the Bureau
of Employment and Payment.
serve financial reasons,

2

The transformation was to

organizing the wage scales

for the civil service system.

3

Its functions remained

limited but its staff was expanded to seven employees
to meet expansion of the bureaucracy.
However,
enacted.

in 1945 a new civil service law was

This law was a revision of the first one;

it

was modified to meet the slow expansion of the civil
service which occurred in the fifteen year period
between the enactment of the two laws.

Expansion was

rather slow due to economic and financial circumstances,
as mentioned earlier.
While the first law contained 113 articles dealing
with recruitment,

selection,

vacation, and retirement,

promotion,

trial,

payment,

the new law expanded these

regulations [see Chapter VI] into 215 articles.

^M. T. Sadiq, Ibi d . , p. 129.
3
An average civil servant used to make 400 piaster
per month or approximately 13 U.S. dollars [ 1 9 3 0 ’s].
In
1975 an average employee made 220 S.R. or 730 U.S.
doll a r s .
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The new civil service law again Failed to create
a central personnel bureau to supervise and audit these
regulations.

It had assigned the enforcement of the

new civil service law to each individual agency and to
the Agent General depending on the level of classifi
cation.

The functions of the Bureau of Employees

remained routine with the exception of minor financial
audit on the monthly salaries of the public personnel.

4

Sadiq has stated that up to that time [1945] the
staff of the Bureau was limited to sixteen employees.
He listed their functions as follows

5

in Table 1.

When the Council of Ministers was established in
October 1953 it gave special attention to the unorganized
civil service system.

The Council had realized that

the personnel system is the keystone of the admin
istrative structure and it must be well organized if
any meaningful social change is to take place.

The

1945 civil service law was appropriate at that time,
but it was far from satisfactory for the 1953 adminis
trative system.

The rapid expansion of government

services and consequently of administrative units

^M. T. Sadiq,
5

Sadiq,

Ibi d ., p.

Ibi d ., p. 130.

130.
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Table 1
The number of employees at the
General Personnel Bureau and their job titles
in 1945

Job
Description

Number
of
Employees

Head of the Bureau

1

Supervisor of Records

1

Clerks

B

Accountant For Retirement

1

Secretary

1

Typist

2

Auditor
Messenger

...

3
1

I
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required a new civil service law to meet: the new
growth.
Hence,

in 1954, the

supervised the Bureau of

Minister of Finance,
Employee and

Payment,

who
intro-

g

duced a bill For a new civil service law

which called

For a new system oF payment and a major civil service
reForm.

The bill was a Focus oF long deliberation in

the Council oF Ministers.

It was subjected to major

adjustments and modiFications to accomodate the
various changes and growth in the administrative
structures.

Finally,

in 1958,

it was

adopted

as the

new civil service law oF the country.
With this law a separate law was adopted which
provided For an independent General Personnel Bureau
to act as a guardian oF the personnel law and play a
dominant role in this respect.

The law gave the GPB

Full independence and attached it to the Council oF
Ministers directly.

This achievement Filled an

important gap in the Saudi Arabian personnel system
which Finally centralized into an independent,
ranking body.

The GPB became the source and the

guardian oF all personnel policies.
B

Sadiq,

high

I bid. , p. 132.
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The following chart shows the structure and
organization of the General Personnel Bureau in the
late 1 9 5 0 ’s.

President of the GPB
Vice President of the GPB
General Director of the GPB

DeputyGeneral
Director

Advisors

General
Affairs

Examinations

Positions
Classifications

Employment
Administration

Financial
Administration

Construction
Records

S o u r c e : Adapted from Mahmud T. Sadiq, The
Development of Government and Administration in Saudi
Arabia [Institute of Public Administration Press
1965] p. 138 [In Arabic].

Chart 4
The structures and organization of the
General Personnel Bureau as of 1958
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To strengthen the GPB the Council of Ministers
issued a decree in 1963 increasing its duties and areas
of responsibility.^

The decree raised the post of the

president of the GPB to the rank of a cabinet minister
who reports directly to the King.

The decree also

centralized all the personnel functions in the GPB.
It conducts all recruitment and selection processes,
position classification,
policies,

payment and compensation

and training programs.

Specifically the decree stated the G P B ’s functions
as follows:^
1,

To determine requirements for employment,
advertise positions,

conduct examinations,

and made selections for all government
ministries and agencies.
S.

Prepare personnel laws and regulations and
recommend all civil service policies.

3.

Handle employee complaints and agency complaints
against employees who violate civil service
regulations.

A special committee presided

over by the president of the GPB was appointed
to deal with such complaints.

A report issued by the General Personnel Bureau
[Government Press, Riaydh, February 1973].
0
Council of Ministers Decree No: 792 dated
12-29-1383[1963].
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Furthermore the GPB was requested to recommend
policies and regulations with respect to the Fallowing:
[a]

The relationship between the GPB and the
Prime Minister.

[b]

The relationship between the GPB and all
ministries and government agencies.

Cc]

Procedures For recruitment,
promotion,

transFer,

training,

dismissal,

and budget

allocations oF personnel demands.
Cd3

Regulations and procedures regarding complaints
and disciplinary measures.

[e]

The internal organization and structures oF
the GPB.

In the next seven years,

between 19G3 and 1970, the

GPB with the assistance oF a mission From the Ford
Foundation conducted a thorough investigation oF the
Saudi personnel system.

Their study introduced Four

major proposals:
Cl]

The reorganization oF the GPB so that it
could play a central role in all personnel
aFFairs,

[S]

A new civil service law,

[3]

A system oF position classiFication,

[4]

A new payment and compensation plan.

1 2 0

To prepare the GPB to undertake effectively the
last three proposals,

the Council of Ministers passed

9

the GPB Law of 1971.

This law provided new organi

zations and new functions for the GPB.

It was designed

to prepare the GPB for the most systematic and
comprehensive civil service law which was engineered
by the Ford Foundation Mission and passed by a Royal
decree in 1971.

The analysis of this law will be

presented in a later chapter.
The focus here is on the most recent functions
of the GPB which were included in this law.

They are

as follows:
Cl]

Supervision over all the implementation of
all civil service regulations.

[2]

Conducting studies of all personnel matters
and recommending the appropriate actions.

C3]

Conducting advertisement,

examinations,

and

selecting all candidates to fill vacant
positions.
C4]

Developing a position classification system.

C5]

Reviewing existing salaries,
ances,

compensations,

wages, allow

and rewards.

9Royal Decree No, M/8 dated 2-1-1391C1971].
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[6 ]

Reviewing all new personnel positions and
determining their classification.

[7]

Suggesting all training policies in
collaboration with other concerned agencies.

[8 ]

Keeping close contact with personnel
divisions and sections in government agencies
and assisting them in the implementation of
personnel laws and regulations.

[9]

Maintaining a complete record for each civil
serv a n t .

Accordingly the GPB was expanded and reorganized
to accomodate these changes.

Its responsibilities have

increased with the expansion of the bureaucracy.

The

number of classified employees increased from 49,629
in the fiscal year 1963-64 to 85,184 in 1971-72'.'

The

number of unclassified employees rose from 41,27Q to
56,504 during the same period,

to make the total number

of government personnel 141,688.

In the fiscal year

1974-75 the total increased to 204,307.

Finally the

number provided for in the 1975-76 budget is 235,561,
as presented by the G P B ’s annual report.
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The number of personnel in the Bureau grew From
one employee in 1928 to seven in 1939 to IB in 1945
and to 7B3 in 1974.'*'*'*
The Following chart presents the structure and
organization oF the GPB at the present time.

Conclusion

Both Chapter IV and Chapter V have presented the
evolution oF personnel administration in Saudi Arabia.
In Chapter IV, the discussion traces the civil service
back to 1902 when the emergence oF modern Saudi Arabia
was started by Abdel Azizz.

The traditional and tribal

methods oF personnel Functions were thoroughly analyzed.
The discussion Followed the changes oF the primitive
methods oF administration From the early stages to the
present time.
Chapter V, however,

described the evolution oF

the General Personnel Bureau.

It demonstrates the

impact oF the governmental expansion on the personnel
Functions.

It also painted out the role oF the Ford

Foundation in engineering the structure and Functions
oF this Bureau.

■^"The Annual Statistical Report oF the Civil Service
in the Government oF Saudi Arabia," A Report published by
the General Personnel Bureau CGovernment Printing,
Riayadh, Saudi Arabia, 1974] p. 23.

Chart 5
The present organization and structures
of the General Personnel Bureau
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I
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j
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L^estern Administration;
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eastern Administration

Source: A Report by the General
Personnel Bureau (Government
Printing Office, 1973).
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Both chapters,

however,

demonstrated that the

present civil service system in Saudi Arabia has its
roots in Western models.

The present personnel system

which emerged during the 1 9 4 0 ’s and 1 9 5 0 ’s From Al-Hijaz
to the other four regions of Saudi Arabia was greatly
influenced by the Egyptians and the British.'*''*'
Al-Hijaz had constant cultural contact not only with
the British and the Egyptian governments but also
with pilgrimages from all Moslem nations,
India, Pakistan,

Indonesia,

African countries,

particularly

the Sudan, and North

all of which had a long history of

Western colonialism and consequently,

Western models

of government and administration.
Hence, the basic pattern of the present Saudi
Arabian civil service system is an imitative rather
than an indigenous one.
culture.

It has its origin in Western

The Mission of the Ford Foundation further

strengthened Western patterns in the Saudi system during
the 1 9 6 0 ’s and by engineering the civil service system
of the country which was adopted in 1971.

^ E g y p t was under British rule from 1882 to 1958 when
the Suez war broke out and they were forced under pressure
from the international community to leave Egypt.
During
this period Egypt was greatly influenced by British
administrative models.
See Morroe Berger, Bureaucracy
and Society in Modern Egypt [Princeton University Press,
Princeton, New Jersey, 1957] pp. 10-15.

A close examination of these patterns reveals
certain weaknesses which greatly undermine the usefulness
of the personnel system.

One of its major shortcomings

is that highly complex Western institutions and
techniques were adapted without any modification to
the local administrative environment.

A scholar of

public administration,

argues that

G. S. Birkhead,

"administrative reform is successful only when
associated with major social,
reform.

political,

or economic

It is doomed to failure when undertaken for

its own sake, for the traditional rationale of
efficiency and economy."

12

Another major shortcoming is that these Western
civil service patterns were not reconstructed to
satisfy the cultural and traditional heritage of the
Saudi society.

Their orientations were to different

societies with different problems.
Heady,

Braibanti and many other scholars have

argued that countries which have adopted sophisticated
Western models to speed up their developmental process
12

G. S. Birkhead, e d . , Administrative Problems in
Pakistan [Syracuse University Press, Syracuse, N.Y.,
1966] p. 186.
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have failed to reach that goal.

13

The problems lay in

the gap between the Form and the essence,

between what

the law presented and the actual practice.
Saudi A r a b i a ’s two major civil service problems
are the lack of trained manpower and the practice of
nepotism and favoritism.

The adaptation of a

sophisticated Western model is not going to solve
these problems overnight.

Four and a half years have

passed since the adoption of the 1971 Civil Service
Law but improvement in the personnel field is still
limited.
The vice-president of the GPB has told the author
that he expects the lack of qualified personnel to last
at least for another twenty y e a r s . ^
Many personnel problems which have existed in the
past still exist today.

In fact, new problems have

appeared which were not forecast by the Ford Foundation
team.

For instance, the economic boom in th- country
13

F. Heady and Sybil L. Stokes, Papers in Comparative
Public Administration [Institute of Public Administration,
The University of Michigan, Ann A r b o r , Michigan, 1962],
Ralph Braibanti, "The Civil Service of Pakistan,
A Theoretical Analysis" South Atlantic Quarterly 58
[1959],
14

pp.

258-340.

An interview with Mr. Turky Al-Sideiri, VicePresident of the General Personnel Bureau.
The interview
was conducted on January 7, 197B.
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has created severe competition between the public and
the private sectors.

During the last three years the

government has been losing its personnel to the private
sector.

Many employees From the u p p e r , middle and

lower levels have deserted the civil service to the
private sector.
The growing isolation of the civil service is
caused by two main phenomena.

First,

the government

salaries and compensation systems are considerably
lower than in the private sector.

Even though the

government has adjusted its salaries three times in
the last three years,

it has Failed to match those

oFFered by private enterprise.
The second phenomenon is that oF the low prestige
oF the civil service job.

Unlike many developing

countries whose civil service jobs bring high social
prestige and respect For their holders, Saudi Arabia’s
civil service is no longer prestigious employment.

This

problem has emerged recently as a result oF the economic
boom,

whereby a college graduate can earn Four or Five

times as much with a private Firm as he can with the
government.

The problem was also inFluenced by the

presence oF Western Firms and companies, particularly
the Americans,
since 1933.

who have controlled the oil industry
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In Fact,

one of the major influences of these

Western companies on the Saudi Arabian society is the
growing respect For business activity and individual
achievement and success in this Field.

Western-

educated Saudi Arabians who return to their country
would rather join a private Firm or one of the
American companies than the public service.
This situation was Further complicated by the
shortage of well-qualified candidates in certain Fields
and by the expanding activities of the government and
the growing need For the services oF technical and
specialized personnel.
The Minister oF Post and Tele-Communication has
told this author that his Ministry is having trouble
15
maintaining its personnel.
He expressed great
concern about losing his employees to the private
sector,

particularly real estate,

which has become

the most profitable business in the present economic
boom.

The Minister maintains that the best reward For

an employee now is to accept his resignation.

An interview with Dr. Alawi Kaial, Minister of
Post, Telegram and Telephone.
The interview was
conducted December 21, 1975.

A faculty member at the Institute of Public
Administration in Riyadh,

Dr. Safi Emam Mocsy, has

also expressed great concern about the problem and
told this author that a middle level employee of the
Institute whose resignation was finally accepted after
a long delay celebrated the event with a tea party
for the entire staff of the Institute.
It must be admitted that educational and training
facilities in Saudi Arabia have not kept up with the
developing needs of the country.

There has been no ear

attempt on the part of the government to establish
necessary associations with educational

institutions

in order to have their programs at least partly geared
to the public service needs.

It is only lately that

the two main universities have undertaken training
programs in public administration.

Furthermore,

the

Institute of Public Administration was not created
until 19S1.
These two developments,

however, are not by any

means sufficient to fill this major gap in the Saudi
Arabian civil service.

The government is faced with a

severe and serious problem.
The Ford Foundation,

which engineered a useful

and meaningful civil service model,

failed to recognize

these social and environmental problems which greatly
undermine its effectiveness.
The fallowing chapters are devoted to an analysis
of the problem at present in the personnel system of
Saudi Arabia and to proposals designed to improve
present practices.

PART III:

THE CIVIL SERVICE

CHAPTER VI

POSITION CLASSIFICATION AND COMPENSATION
Position Classification
Position classification constitute the keystone
in a personnel administration.

It is the process upon

which all other personnel functions rest."*"

A sound

and effective position classification plan is essential
to good recruitment and selection processes,

a fair

compensation plan, systematic training programs,
transfers and promotions,

internal control and all

other personnel functions.
Chapter IV pointed out that the public service in
Saudi Arabia was not based until 1931 on a civil
service law.

However,

laws have been passed,

since 1931 four civil service
in 1931,

1945,

1958 and in 1971

respectively.
The 1931 law was a collection of the scattered
regulations and it lacked many features of a modern
civil service law.

Classification included all those

who served the government such as princes,

judges,

^0. Glenn Stahl, Public Personnel Administration
Bth ed. [New York Harper and Row, 1971] p. 61.
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governors and so Forth.

The second article of that law

states that "an employee in this law means all those
hired by the government for administration or judicial
services For a temporary or permanent job except
military service."

2

Under this law positions were classified into two
classes.

The First included ministers,

and heads of agencies.

princes,

judges,

The second administrative jobs.

This classification system was vague and confusing.
It defined no grades or scales.

It simply included all

the names of positions in the government at that time
and the salary for each job.

It looked to the employee

as the core of personnel organization rather than the
position he occupies.
In the 1945 law, the classification system was
reorganized to include eleven grade levels.
divided into three main sections.

It was

Grade levels 1 to 5

constituted the senior civil service positions,

G to 9

included all other classified civil servants, and
finally grades 10-11 comprised those unclassified
employees.
However, again this classification was arbitrary.
It provided a poor and inadequate basis for determining
pay.

It was not based on job analysis and thorough
2

Article 2 of the 1931 Civil Service Law.
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descriptions of the duties and responsibilities of each
position or the necessary qualifications For Filling the
job.

This certainly undermined its usefulness in the

recruitment and selection processes.
The 1958 law was a modification of the previous
one.

It did not include any modern features of personnel

administration.

It introduced more internal control on

favoritism and nepotism by assigning the GPB a role in
the writing of examinations and in interviews and other
selection methods.

Such control,

however,

was useless

because the recruitment and selection processes remained
basically in the hands of individual ministries and
agencies.

The representative of the GPB who

participated in the examinations and selections was
often chosen by the ministry concerned.

Officials in

these ministries used to exercise influence on the GPB
to send a cooperative person.

Hence,

theoretically the

law was supposed to enforce the merit principles but in
reality the opposite was true.
were a common practice.

Favoritism and nepotism

An observer from the Ford

Foundation at that time commented:
"Since the entire social structure has
historically been based on kinship, it is not
surprising to find a certain amount of influence
being exercised in favor of relatives.
In this

society it is taken For granted that an
individual will use his position to beneFit
his relatives, and Failure to do so would
generally be regarded as morally
reprehensible."3
One minor change in the classiFication system
occurred.

The grade levels were reduced to nine

instead oF eleven as in the old system.

In addition

one special grade at the top was added For ministers
and ambassadors.

The new law also created 3 grade

levels For the unclassiFied employees or those whose
work comprised nonclerical activities such as driving
and janitorial tasks.

Even though the number oF

positions had grown rapidly during the 1 9 5 0 ’s as a
result oF bureaucratic expansion,

the classiFication

system remained generally static.
Table 2 shows the distribution oF government
employees on the various grades two years aFter the
1958 law was passed.
budget,

According to the 1980-61 Fiscal

the total number oF in-cadre employees was

28,940 and the out oF cadre employees was 34,952 which
constitutes a grand total oF 61,892 employees at that
time.
This number jumped to 49,629 in 1963 For the
classiFied employees and 41,270 For the unclassiFied.
3
Ford Foundation, Special Report, [Ministry oF
Finance].
Riyadh, Saudi Arabia, 1965, p. 1.
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Table 2
The distribution of government employees in the
Fiscal year 1960-61 on the various grade
levels according to the 1958 Civil Service Law
Grade

Number of Employees

Special grade, Cadre

6

Grade one

75

Grade two

326

Grade three

647

Grade four

1400

Grade five

1758

Grade six

1783

Grade seven

3206

Grade eight

7583

Grade nine
Total:

10162
26940

13

•h

<4-<

Grade one

994

Grade two

6686

•H

$

r—}
c

Grade three

to

Source:

Total:

27272
34952

State Annual Budget of 1960-1961.
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In 1971 by the time of the issuance of the new
civil service law the number of classified employees
reached 85,184 and the unclassiFied employees totaled
58,504.

The last statistic issued put the new Figures

at 167,846 classified and 67,715 unclassiFied employees
in the Fiscal year 1975-76 or a grand total of 235,561
employees.

Table

3 shows the growth of government

employees between 1960 and 1975.
When the Ford Foundation Mission investigated the
civil service between 1963 and 1965 they concluded that
the 1958 law was inadequate to Fulfill the developmental
needs of the country.

It lacked many aspects of a

modern civil service law.

In particular the Mission

emphasized the shortcomings of the c.!assiFication system
which looked to the employee as the core For organization
rather than the position
organization process.

4

in the classification and

Their recommendations called For

a new job classification system based on scientific
methods.
They developed a new public personnel plan which
was passed into law by a Royal Decree in 1971.

It is

the present civil service law and the most comprehensive
one in the history of the country.
4

Ford Foundation,

I b i d ., p. 2.
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Table 3
The growth of civil service positions between 1360-1975
For both classified and unclassiFied employees

Year

Classified

Unclassified

Total

1960-61

26,940

34,952

61,892

1963-64

49,629

41,270

90,899

1967-68

70,481

46,228

116,709

1968-69

74,804

51,987

126,791

1969-70

76,801

52,495

129,296

1970-71

79,870

52,732

132,602

1971-72

85,184

56,504

141,688

1972-73

107 ,619

54,820

162,439

1974-75

142,940

61,763

204,703

1975-76

167,846

67,715

235,561

Note: These are the occupied and unoccupied positions. The number
is
too high in the 1973, 74 and 75 fiscal budgets because the
government's income from oil increased suddenly to 4 times — -that
of 1972. This allowed the government to create jobs but it was
unable to fill them all.

Source:
(1) The Central Department of Statistics, "The
Statistical Yearbook" (National Offset Printing Press, Riyadh,
Saudi Arabia, 1973) p. 371.
(2) GPB "Positions Statistics"
Saudi Arabia, 1975-76) (in Arabic).

(Government Printing, Riyadh,
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The second article of this new law stated that all
government positions must be classified into groups.
Each group comprises those jobs similar in the nature
of work, duties and responsibilities as well as the
necessary qualifications for their occupancy.
One advantage of this law is its emphasis on the
merit principle.

It is obvious that the designers of

this law have realized that a merit system cannot be
achieved without a sound position classification plan
established on specific abjective standards.

These

standards are to serve as yardsticks for measuring
individual ability on the one hand and the duties and
responsibilities of each position on the other.

Hence,

article three of the 1871 law required a full job
description for each position.

It stated that each

position should be thoroughly analyzed in terms of its
duties,

responsibilities,

compensations,

minimum

qualifications and necessary experience for its
o c cupancy.
In 1969, to go back a little in time before the
issuance of the 1971 personnel law, the GPB proceeded
to establish a position classification system.

The

first step was to create a unit within the G P B ’s
organizational structure to plan and execute the
classification system.

This administrative unit was
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established and staffed with well qualified and efficient
personnel
[1]

in early 1969.

It had four major functions:

The classification of all government positions

into certain grades,
wages,

[2]

fringe benefits,

The evaluation of salaries,
and allowances and to submit

recommendations concerning these matters,

[3]

To study

and recommend the qualifications for each position and
C4]

To approve the annual fiscal budget with respect

to new positions and salaries for all government
agencies.

5

Hence when the 1971 civil service law was issued
it contained a new comprehensive position classification
system.

It divided all government positions into

fifteen vertical grade levels.
considered the bottom,

The first grade is

or lowest,

grade while the

fifteenth level constituted the highest grade in the
ladder Cdeputy prime ministers].

Each grade level in

turn is divided horizontally into ten steps.

A new

employee would start at the first step in a given grade
level and is supposed to move horizontally after spend
ing a full year in each step.
Under this plan all government positions grouped
into six major classes:

Cl]

Diplomatic,

ional,

[4]

clerical,

5

C3]

educational,

[2 ]

profess

administrative

The G P B ’s Annual Report of 1973, Riyadh,
Ar a b i a .

Saudi
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and Financial,

[5]

technical and [6 ]

vocational.

Each class comprises a general and broad area of
distinct government activities and is in turn divided
several groups.
1.

6

,

General class

.
b.
c.
d.
e.

a

F.

Groups of
Groups of
Groups of
Groups of
Groups oF
Groups of

General class of the clerical,

administrative

and Financial positions:

.
b.
c.
d.
e.

a

Groups of administrative positions
Groups of personnel administrative positions
Groups of clerical and secretarial positions
Groups of Financial positions
Groups of labor and social affairs positions

F.

Groups of religious affairs positions

g.

Groups of public relations and information
positions

General class of the educational positions:
a

.

Groups of the educational administration
positions

0
The GPB position classification manual,
edition, Riyadh, Saudi Arabia 1975.

second
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b.
4.

General class of the diplomatic positions:
a.

5.

6.

Groups of the educational positions

Groups of the diplomatic positions

General class of the technical positions:
a.

Groups of the secondary engineering positions

b.

Groups of the secondary health positions

c.

Groups of the general technical positions

General class of the vocational positions:
a.

Groups of the maintenance positions

b.

Groups of the general vocational positions

c.

Groups of secondary mechanical positions

Each of these groups is further divided into sub
groups according to mere specific similarities and
finally each sub-grcup includes several positions.
The functions of bath the diplomatic and the
professional classes which provide far the recruitment
of persons with at least a university degree or
specialized training in other institutions of higher
learning in such fields as political science,
medicine, agriculture,

geology,

law,

psychology etc., have

been defined by the plan to include either direct or
indirect supervision and advice an the initiation and
formulation of public policy decisions within the
respected fields.

They also include revision of

existing policies or current regulations and decisions
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and assistance in the general administration and control
of the ministeries.
On the other hand both the technical and vocational
classes have been designed to accommodate individuals
holding technical or vocational qualifications of a
lower educational level such as agricultural assistant,
medical assistant,

architect,

photographers, carpenters,

mechanical assistant,

construction work,

plumbing

as well as these acquiring specialized knowledge and
techniques through job experience provided that they
had completed their primary education.
The clerical,

administrative and financial class

includes persons with minimum junior high school
education.

The responsibilities of this class are

mainly in nature.

Its function is to administer and

carry out government policies and regulations.
Finally the educational class provides for those
who hold qualifications in educational training or in
educational administration.

It includes both the

administration of the educational institution and the
teaching profession.
educational

levels,

It comprises the various
primary,

secondary,

and higher

education.
The position classification Manual issued by the
GPB in February of 1975 lists the total government
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position titles as of that date at 1546.

The report classified them on the six major
classes:

Cl]

191 titles,

C3]

Administrative,

Diplomatic,

10 titles,

Educational,

73 titles,

and Financial,

308 titles and [6 ]

[2]

Vocational,

Professional,
[4]

701 titles,
263 titles.

Clerical,

[5]

Technical,

All

government employees are classified within these
titles.
Each of the six classes is divided into the
several grade levels of the salary ladder mentioned
above.

Both the professional and the diplomatic

positions start at grade level 6 .

In other words the

lowest positions in these two classes are placed in
the sixth grade level while the highest positions are
placed at the fifteenth grade level.

The technical

positions range between the second grade level and the
tenth one.
The educational positions are distributed between
the fifth grade level up to the fourteenth,

while the

vocational positions range between grade level one at
the bottom to grade level ten.

Finally,

the clerical,

administrative and financial positions are divided

^ Ibid., p. 6.
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between the first and the thirteenth grades.

Table 4

shows the location movement of each class in the
compensation ladder.
Table 5 presents the compensation plan For all
fifteen grades as of 1371.

Since that time,

this pay scale has been modified.

however,

The salaries of all

public personnel has been increased on three different
occasions,
1375,

in August 1373,

15 per cent;

in February

30 per cent; and finally in October 1375,

cent.

13 per

This unusual increase in salaries came as a

result of vast revenues from oil during the last three
years.
Before the adoption of this new position
classification plan,

there was a transitional period

from the old system to the new one.

All government

positions were classified temporarily in the new
system and the GPB started a broad transitional process.
First the GPB distributed job description forms to
all ministries and government agencies.

8

A form was to

be filled out by each employee in which he described in
full detail his duties and responsibilities.

The form

was supposed to be reviewed and audited by his
8
Form Number 103, distributed by the GPB to all
ministries and government agencies in 1371.
See the
GPB ’’Position Classification Manual" [1975] p. 3.

Table 4
The movement of position according to class type in the 1971
General Personnel Regulations
Grade level { Vocational
i Positions

Diplomatic
Positions

Technical
Positions

Educational
Positions

Professional
Positions

Clerical, admini- j
strative and fin- j
ancial Positions
i

\

; 15
14
13

--- ■/r ~ ..

' 12

/\

11
J v.

10

V

9
8
7
6
5
4

A

a k.

\

I
\i
I

y

A

\

!
i

3
i

2
1

Ai

.

A

Ik
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Table .5
Pay scale in Saudi Riyal as of March,

1971

i
\Step
Incremenl
1

2

3

4

5

6

7

8

9

10

1

400

420

440

460

480

500

520

540

560

580

20

2

480

505

530

555

580

605

630

655

680

705

25

3

580

610

640

670

700

730

760

790

820

850

30

4

695

730

765

800

835

870

905

940

'■'975

1010

35

5

835

875

915

955

995

1035

1075

1115

1155

1195

40

6

1000

1050

1100

1150

1200

1250

1300

1350

1400

1450

50

7

1200

1260

1320

1380

1440

1500

1560

1620

1680

1740

60

8

1440

1510

1580

1650

1720

1790

1860

1930

2000

2070

70

9

1730

1815

1900' 1985

2070

2155

2240

2325

2415

2500

85

10

2075

2175

2275

2375

2475

2575

2675

2775

2875

2975

100

11

2490

2610

2730

2850

2970

3090

3210

3330

3450

12

2990

3130

3270

3410

3550

3690

3830

3970

13

3590

3760

3930

4100

4270

4440

4610

14

4000

4200

4400

4600

48C0

5000

15

5000

5250

5500

5750

6000

Grade\

|
t

!
1

,

120
140
170
200

Source: Adapted from the Civil Service Law of 1971, (Issued by
the government of Saudi Arabia in March 1971).
Each 3.5 Saudi Riyal equals $1,
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immediate supervisor,
agency,

the personnel director of that

and the general director of the administrative

unit to which he belonged.

These forms are sent back to

the GPB For further evaluation and analysis by the GPB ’s
personnel before they finally are classified.
One more point is due here about the appointment
power to these positions.

The law invested the power

of appointment to the tenth grade level and below in
the Minister or head of agency concerned upon a
recommendation from the GPB.

Appointment in the

eleventh grade level and above is vested in the Council
of Ministers.

Unlike the previous law [i.e., the 1958

law] under which the individual ministries conducted
their own advertising,

examinations and selections,

the new law has centralized all these functions in the
GPB.
However,

while the new law attempted to eliminate

some of the ambiguities and drawbacks inherent in the
previous classification pattern,

it nevertheless fell

short of bringing about an effective personnel system
with well-defined standards of classification and
recruitment.
The system has failed to realize the objective of
classifying and recruiting to the service according to
the general principle of educational achievement and

148
the Functions performed.

It Fell short of defining

explicitly the nature of the work performed in each of
the six major classes and the equivalent qualifications.
This has resulted in many difficulties and inequities
and caused considerable frustration among the public
employees at various levels.
In grouping the professional classes,

for instance,

the plan failed to properly accommodate the various
fields in engineering.

Because of the immense

branches and sub-fields of engineering as well as the
differences in academic qualifications from abroad
there has been much confusion in the grouping and sub
grouping of this class.

There has also been some over

lapping between this class [i.e.,

professional] and the

technical class.
To give one example of this kind of difficulties,
when this author was the director of administration at
King Abdel Azizz University a number of civil servants
who were professional technicians and were qualified
for the six grade by the university and were appointed
in this grade had to be degraded by the GPB to the fifth
grade and grouped within the technical class.

After a

long frustration and disappointment they were reclassified
within the professional class and reappointed to the six
grade level.

;
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The situation in the educational class was even
worse.

When the plan was adapted in 1971 all

elementary school teachers who held a high school
diploma were classified in the Fourth grade.

At the

same time the newly appointed teachers who held the
same academic qualifications and who had no teaching
experience at all,

were appointed to the fifth grade.

This caused a widespread protest and complaint among
all teachers at the lower level.
However,

the reclassification of the senior

administrators who occupied the top levels in the
previous classification system was the most serious
problem of all.

As mentioned earlier in the old system

there were certain grades at the top whose occupancy
required the approval of the Council of Ministers.
Under the new classification plan, most employees in
those grades were moved to much lower levels [middle
levels].
grades.

They were reclassified in the 8 , 9, and 10th
Even though their monthly salaries were not

changed certainly their administrative prestige and
status was lowered,

particularly in view of the fact

that the new regulations identified only five grades
as top levels whose occupancy required the approval of
the Council of Ministers.
14, and 15 grade levels.

These are the 11, IS, 13,
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Such examples demonstrate the shortcomings of the
system in guaranteeing just and equal classification
methods the lack of which can be damaging to morale and
to efficiency of performance.
Furthermore present recruitment to the diplomatic
and professional classes cannot said to be contingent
on the aquisition of a university degree or equivalent
to specialized training.

The same is true with respect

to the senior administnative posts.

In I960 Dr. Ramzi,

a representative of the United Nations,

conducted a

study of the level of education in the Saudi civil
service.

s

His findings reported that 95 per cent of

the government employees had completed less than a
high school education.

The remaining 5 per cent were

a mixture of high school and university graduates.

It

is true that this situation has changed since five
universities have been established and thousands of
students are sent abroad to complete their education,
but the reality and difficulty of the situation persists.
The professional and diplomatic positions usually are
filled by promotion from within and direct recruitment
0
M. Ramzi, The Technical Assistant Requirements in
Various Fields of Public Administration in Saudi Arabia
[Cairo:
U. N. Technical Assistance Office, I960] p. 3.
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to higher levels from outside the civil service is rare
due to the lack of qualified persons on one hand, and
to the severe competition of the private sector on the
other.
Furthermore,

many of the professionals,

university degrees,

who hold

are presently employed on work much

of which is executive in character.

This is because

the senior positions are occupied by the elder
bureaucrats who have a different educational orientation
and outlook and who tend to keep things static by
avoiding the challenge of the younger graduates.
Unfortunately a considerable number of the top
posts of the civil service are occupied by elder
bureaucrats who advocate this attitude.

It is now

obvious that this conservative attitude has produced
and promoted a conflict situation between the two groups
which further militates against the effective utilization
of the young graduates in positions of higher
responsibilities.
The young graduates come to the civil service with
high aspirations of improvement and change,

but soon

they discover that there are limits on their role in
affecting these changes and improvements.
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The new classification plan which emphasizes
academic qualifications and places individuals with
higher degrees in a supervisory or policy making
capacity,

fails to recognize this serious problem.

Furthermore,

the new regulations cannot claim

to have centralized completely the classification and
the appointment process for all government personnel.
There are 21 public corporations in the country whose
personnel functions are theoretically supervised by
g
the GPB.
Most of these public corporations have no
classification system of their own.

Hence,

by law

their personnel are civil servants recruited according
to the civil service regulations,

classified and

supervised by the GPB until they adopt an autonomous
personnel system.
In practice,

however,

personnel functions.

they enjoy semi-autonomous

They apply only those regulations

which suit their behalf.
Each of these corporations has a high council
which determines its policies and programs including
personnel policies which violate the civil service law.
Hence the council always approves appointment,

promotion,

g
A special report given to the author by the General
Director of public corporations at the GPB.
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retirement,

compensation of its personnel which in many

cases contradicts the principles of the civil service
law.
Furthermore all these corporations conduct their
recruitment independently.

The GPB has no control over

the actual recruitment process [i.e., examinations,
interviews,

selections].

However,

the GPB keeps a

record of each employee and reviews his appointment
procedures and documents to ensure that all processes
were conducted according to the regulations.

But since

the officials in these corporations engineer these
positions and specify their duties, responsibilities,
titles and the qualifications for filling them as well
as conduct the recruitment and selection process,
G P B ’s auditing function remains valueless.

the

Favoritism

and nepotism are still a common practice in these
corporations.
One final important point of the classification
plan that it is very misleading as far as titles are
concerned.

There are thousands and possibly tens of

thousands of employees who perform work in total
contradiction of their position titles.

A simple

example exists in the administration of King Abdel
Azizz University which this author supervised for two
years.

The financial officer was appointed to a
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position with the title of lawyer, the personnel
o f f i c e r ’s job title was consultant and there are many
clerks who occupy educational positions.
who was a teacher by title,

The author,

was actually working as a

general director of administration at that university.
Such ambiguities in titles are very confusing and
in contradiction to the classification principles
which design training programs,

promotion policies,

and other personnel policies on the assumption that the
nature of the work represents the actual title in each
position.

It will take many years of dedicated efforts

to correct this situation.
In stressing the drawbacks of the new classification
system we must not overlook its many advantages.

For

the first time in the history of the country the civil
service possesses a scientific classification system.
The discussion earlier demonstrated the sophistication
and comprehensiveness of this plan.
is clear,

One major advantage

it guarantees empirical practices in applying

the principles of the merit system.

By analyzing the

duties and responsibilities of each job and classifying
it in the right grade with the proper pay and filling
it with the right person,

the new system has eliminated

many of the discrimination and inadequacies of the old
one.

It guarantees equal pay for equal work.
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Another advantage is that it provides a sound and
effective basis for the recruitment and selection
processes.

It defines clearly the duties of each

position and the minimum qualification necessary for
its occupancy.

This makes it easy for those

responsible for selection and appointments to choose
the best available candidates.
A third advantage is that it helps develop effective
training programs.

Those who design training and ma n 

power development policies can easily diagnose the
needs for training and can adjust their programs to
accommodate more personnel.
Furthermore,

the new classification plan comprises

a sound promotion policy particularly for those
ambitious personnel aspiring to a civil service career.
Admittedly,

however,

the new system will have to

reckon with two major problems for many years to come,
namely:

[1 ] the shortage of qualified and adequately

trained personnel, and C2 ] the acute competition with
the private sector.

It will take long years of sincere

and dedicated efforts on the part of the government to
adequately solve both problems.
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COMPENSATION

It is generally agreed that the problem of payment
is one of the most sensitive and complicated issues of
public personnel administration.

It has a direct effect

on the e m p l o y e e s ’ efficiency and moral conduct.

It also

influences the government’s ability to recruit and
maintain qualified personnel.

In fact many scholars

agree that the moral conduct of an employee in both
government and the private sector is greatly determined
by the material benefits he draws from his job.
However,

in determining pay policies governments

usually attempt to maintain a balance between the
financial ability of the state to pay on one hand,
and a good and sound personnel system on the other.
Hence there are a number of economic and social factors
to be taken into consideration in establishing pay
...
10
po l i c i e s .
1.

The overall financial ability of the state.

2.

A careful survey of the various payment plans
in major companies and small businesses in
the society for a comparison of public and
private salaries.

'*'^Kasim Darar, "Public Personnel Administration,"
a Report [Institute of Public Administration Press,
Riyadh, Saudi Arabia, 1974] p. 119.
[in Arabic].
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3.

The

cost of

living in that society.

4.

The

laws of

the state with respect to

wages, social security,

minimum

retirement and

insurance.
5.

The rules and regulations of labor organizations
and labor unions.

6.

The total employment picture and the economic
situation in general.

It is obvious,

however,

that the Financial ability

of the state

dominates all the other factors.

particularly

true of

This is

a country like Saudi Arabia which

lacks labor organizations and a sophisticated economic
system.
When the first civil service law was passed in
1931 the government’s income was at a low level [see
Chapter III].

It was hardly enough to meet minimum

governmental activities.

Hence the state was unable

to provide adequate pay for its employees.

The average

employee used to make between 200 and 250 Quarsh a
month [15 U.S.

dollars approximately].

no annual budget.
basis.

The state had

The payment was on an individual

This situation persisted until 1945 when the

civil service law was modified.

The adjustment produced

a new classification plan and consequently the payment
system was reorganized.

I
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According to this law each of the eleven grades
was divided into three steps.

A new employee would

start at the third step and be promoted to the second
and Finally to the third which is considered the top
level in each grade.

The salary scale is demonstrated

in Table S.
According to the pay scale the maximum monthly
pay was equal to 268 U.S.
14 U.S.

dollars.

dollars and the minimum

This low pay was attributed to the

lack oF Financial resources on the part oF the state.
However,

by 1953 the income From oil had con

siderably increased which allowed the government not
only to expand its activities and enlarge its civil
service but also to improve the living conditions oF
its employees by increasing the monthly pay to an
adequate level.

Hence in 1953 a new pay scale was

adopted which not only increased the salaries oF all
government personnel but also divided them into two
groups:

[1] in Cadre and [2] out oF Cadre.

It

reorganized the in-cadre employees into ten grade
levels and the out-oF-cadre employees into Four grade
levels.

[See Tables 7 and 8 ].

Curing the late 1 9 5 C ’s the government suFFered
a severe Financial crisis due to the poor leadership
oF King Saud and the widespread corruption in the
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Table B
The classification and pay scale of 1945
in Saudi Riyal
Grade
Special

First

Second

Third

Fourth

Fifth

Sixth

Seventh

Eighth

Ninth

Tenth

Eleventh

Step
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3

Salary
S.R. 1200
1100
1000
900
850
800
745
700
655
610
570
530
490
455
420
385
355
325
295
270
245
220
200
180
160
145
130
115
105
95
85
80
75
70
65
60

Pay scale of 1945. Each U.S. Dollar equals 4.5 Saudi Riyal at that
time.
Source: Adapted from M.T. Sadik, The Development of Government and
Administration in Saudi Arabia. (Institute of Public Administration
Press, 1965). pp. 221-222.

Table 7
Pay scale 'For classiFied employees oF 1953
in Saudi Riyal
Grade
Special
First
Second
Third

Fourth

Fifth

Sixth

Seventh

Eighth

Ninth

Tenth

Step

1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3
1
2
3

Salary

S.R. 6000
3000
2000
1800
1600
1500
1375
1250
1100
1050
1000
930
875
820
765
710
665
615
570
525
480
440
400
370
340
310

The salary for the special grade is determined by the King,
first and the second grade have only one step each.
Source:

Adapted from M.T. Sadik, Ibid., pp. 229-230.

The
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Table 8
Pay scale For unclassified employees cF 1953
in Saudi Riyal

Grade

Step

First
'
Second

Third

Fourth

Source:

1
2
3
1
2
3
1
2
3
1
2
3

Adapted from M.T. Sadik, Ibid., p. 236

Salary
S.R. 600
500
400
360
320
280
240
220
200
185
165
150
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government.

Hence when the 1958 civil service law

passed it carried with it a new pay scale which lowered
the salaries of all civil servants.

Particularly hit

were those in the lower and middle levels of the
ladder.

[See Table 9].

This pay scale remained static for 15 years in
spite of many complaints and protests about its
inadequacies.

The economic situation considerably

improved and the cost of living rose during that time
but without any corresponding increase in the salaries
of government personnel.

This badly lowered the

efficiency and the moral conduct of government personnel.
Graft,

bribes and the various methods of personnel

corruption became a common practice in the public
service to compensate for the low pay.

12

An outside

observer, writing on the conditions of personnel
administration in Middle Eastern countries in I960
commented that:
"The cost of this pattern of inequities
is hard to calculate, but it is tragically
high ... Potentially promising candidates
refrain from entering the civil service, able
public officials often leave and the mediocre
and poor ones find it possible and profitable
to stay; lines of hierarchical supervision

^ S e e Hafiz Wahbah, Fifty Years in the Arabian
Penninsula, CMustafa Al-babi and Sons, Egypt, I960].
pp. 37-39.- [in Arabic].

12

Ramzi,

I bid, pp.

14-15.

1B3
Table 9
Position classification and pay scale For both types of
civil servants according to the 1958
Civil Service Law

Grade

Lower limit
of salary
A)

Ninth
Eighth
Seventh
Sixth
Fifth
Fourth
Third
Second
First
Excellent
Minister

High limit
of salary

Increament due
every 2 years

Amount of

increment

In Cadre Employees

400
525
650
800
975
1200
1400
1800

525
600
750
900
1200
1400
1600
3000
5000
8000
10000

25
25
50
50
75
100
100
100

B) Out of Cadre Employees
First
Second
Third

Source:

500
300
150

800
450
250

50
30
20

Adapted from the General Regulation of Saudi Arabia
Personnel, 1958
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and responsibility are blurred, moral and
esprit de corps fall, efficiency and per
formance is low, and public regard for the
public service drops.
However, ways for
coping with this dilema are not easy to
find, and no Mid-East state has as yet
succeeded in devising a satisfactory system
for dealing with rank and pay p r o b l e m . "13
A recent observer of the personnel administration
of Saudi Arabia commented that:
"The system itself has become irrelevant
to the complete structure of public personnel.
The narrow margin between grades, and the
limited options for salary increases without
promotions to higher grades have resulted in
unjustifiable promotions of unqualified
employees to higher grades.
Consequently,
many new positions are unnecessarily created
only to provide chances for a group of senior
employees to be promoted to higher grades."14
When the Ford Foundation Mission conducted its
study a conclusion was that the pay system was totally
inadequate and consequently a new pay scale was
recommended.

[See Table 5],

The 1971 civil service law contained this new pay
scale.

The monthly salaries were slightly increased

but the real improvement came in the other aspects of
the pay system.

Under the old system there was a

ceiling or limit on increments after which an employee

Ferrel Heady, "Personnel Administration in the
Middle East," Public Personnel Re v i e w , Vol. 20, 1959,
p. 53.
14
Ibrahim Al-Awaji, o£. c i t . , pp.

135-136.

would get no increase in his salary no matter how many
years he spent in his job.

Many people worked For the

same pay For 10 or even FiFteen years.
removed this unjust obstacle.

The new system

Every employee

entitled to an annual increment.

is

It is true that each

grade has its own salary range providing For a minimum
and a maximum level, but it takes an employee ten years
oF annual increases beFore he reaches the maximum level.
The system also provides him with sound promotional
opportunities beFore he reaches the maximum level.

As

Table 5 shows For the eleventh grade there is only nine
steps, and 8 steps For the twelFth,

7 For the 13th,

6 For 14, and only 5 For the FiFteenth grade level.
According to this law appointment could be made
only to the minimum step in every grade.

Salary

increases were granted automatically every year in an
e m p l o y e e ’s grade.

In case oF promotion an employee

would get the salary which is immediately above his
level in the grade to which he is promoted.
With his monthly salaries each employee gets an
allowance For transportation.
From grade to grade.

The allowances vary

It starts low at grade one and

increases gradually as one moves up the ladder.
In August 1973 the government issued a decree
increasing all salaries by 15 percent.

The same decree

I B B

increased the transportation allowances For low grades
only, making their net monthly income higher by 25 per
cent For that year.

[See Table 10j.

With the increase oF revenue From oil,

the

government again issued another decree in February
1S75 increasing the salaries oF all civil servants
by a striking 30 percent.

And in October oF the same

year salaries were increased by an additional 12
percent constituting a grand total
cent in that year.

increase oF 42 per

Table 11 compares the total annual

allocations oF salaries between 19BB and 1S73.

In

less than 3 years the income oF classiFied employees
in the First Five grade levels and all unclassiFied
employees increased by 67 percent while For the
classiFied employees in the sixth grade level and up
the increase was 57 percent.
However,

in spite oF the improvement in the pay

plan, a close examination reveals certain weakness
that still persists in the whole system.

First the

cost oF living has risen sharply in the country
during the last Four years which has reduced the
value oF the high increase oF salaries.
Food, clothing,

medical treatment,

risen by an average oF 40 percent.

The cost oF

transportation has
The cost oF housing

has jumped 100 percent in the small cities and in the
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Table 10
Pay scale as of February 1975

Amount
Annual

Grade
Level

1

2

3

4

5

6

7

8

9

1

600

635

670

705

740

775

810

845

880

915

35

2

715

755

795

835

875

915

955

995

1035

1075

40

3

865

910

955

1000

1045

1090

1135

1180

1225

1270

45

4

1040

1090

1140

1190

1240

1290

1340

1390

1440

1490

50

5

1250

1315

1380

1445

1510

1575

1640

1705

1770

1835

65

6

1495

1575

1655

1735

1815

1895

1975

2055

2135

2215

80

7

1765

1855

1945

2035

2125

2215

2305

2395

2485

2575

90

8

2100

2210

2320

2430

2540

2650

2760

2870

2980

3090

110

9

2510

2635

2760

2885

3010

3135

3260

3385

3510

3635

125

10

2955

3105

3255

3405

3555

3705

3855

4005

4155

4305

150

11

3495

3665

3835

4005

4175

4345

4515

4685

4855

12

4130

4335

4540

4745

4950

5155

5360

5565

13

4875

5110

5345

5580

5815

6050

6285

14

5380

5670

5960

6250

6540

6830

15

6610

6955

7300

7645

7990

10

Source: GPB "The Position Statistics," A Special Report
(Government Press, Riyadh, Saudi Arabia, 1975).
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205
235
290
345

Table 11
The growth of appropriations of salaries and the various compensations and
allowances over seven years period 1966/67-1972/73
72-73

71-72

70-71
69-70
68-69
[in millions!)

67-68

66-67

1127.9

949.7

719.6

684.8

652.9

615.7

593.5

247.0

356.7

250.4

249.0

232. 9

295.8

291.3

Fixed Salaries

24.5

22.6

17.0

16.8

14.9

51. 1

30.6

C o n t r a c t o r ’s Salaries

96. 0

78.8

62. 7

46.8

44.3

1.0

43. 5

Workers Wages

63.8

46.5

30. 6

31.5

32.8

9.0

23.7

Remunerations

86.5

52.2

24.4

19. 0

33.8

39. 7

41. 2

Extra Salaries

—

—

—

—

--

—

—

Lodging Allowance

56.9

44.3

29. 7

28.5

27.3

25. 3

25. 2

164.6

128.3

40.7

37.9

36. 5

32.3

31.8

1867.2

1679.1

1175.1

1114.3

1075.4

1069.9

1080.8

In-Cadre Salaries
Out-Cadre Salaries

Transportation
Total

The table shows the growth of appropriations over seven years period 66-67 to
72-73.
Each 3.5 S.R. equals $1.
Source:

The Statistical Yearbook of Saudi A r a b i a , 1973,

p. 368.
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two big cities CJeddah and Riyadh] by at least 300
percent due to the great increase in Foreigners and
job-seekers in both cities.
Such economic conditions have badly undermined
the new pay system.

These who suffered most are the

overwhelming majority of the civil servants who
occupy the low grade levels and those under the
unclassified plan.
The second shortcoming of the new pay plan is
that it still left the government at a disadvantage
when trying to recruit badly needed talent of which
there is a very limited supply in the community.
The government finds considerable difficulties in
trying to induce qualified candidates to join its
ranks.
Back in 1962 a law was passed by the Council of
Ministers requiring every new university graduate
willing to work for private sector to obtain a special
permission from the Minister of Education.
is still in effect,

That law

but the new graduates always find

ways to join private business by either obtaining that
permission or working for the government for a short
while and resigning.

It is not very difficult for a

Saudi civil servant to resign from his job.

Favoritism

and nepotism are common practice in both processes,
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i.e., appointment: and resignation.

Furthermore,

the

personnel law grants the employee the right to quit
his job.

Article 68 of the civil service law states

that "The administration has the right to terminate
the services of any employee whose absence exceeds
15 consecutive days."

15

Many personnel have taken

advantage of this article to switch to the private
sector.
Admittedly,

however,

this reluctance to seek or

join government services is not only the result of
low salaries but also of the generally low prestige
of the civil service as a whole which has developed
recently as a result of a variety of Factors.

But

there is no doubt that the question oF pay is one
which has contributed greatly to this widely shared
view about government service.
A third shortcoming oF the pay plan is that it
inFluenced the employees to look For additional source
oF income in order to cope with the rising cost oF
living.

Many personnel hold part-time jobs or engage

in private business.

Even though the personnel

regulations prohibit a civil servant From engaging in
other jobs or business activities,
15

it has now become

The General Personnel Regulations oF Saudi
Arabia.
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common practice For government employees to actively
participate in the real estate business, pilgrimage
activities,

car dealing,

public transportation and

even commerce and industry.

These activities absorb

a considerable amount of an e m p l o y e e ’s energy and
cause a low performance on the job.
Furthermore, the problem of inadequate salaries
has greatly contributed to the low standards of
morality and personal integrity in the public service.
Many government personnel at all levels are engaged in
graft and profiteering or take bribes either to
compensate for the low pay or to accumulate wealth.
The government has introduced various measures to
control corruption to eliminate these practices and
to improve the ethical standards of the public
service,

but without much success.

In 1960,

the

government introduced a formula to control corruption.
A special form was distributed among bureaucrats.
form was called "From Where Did You Get This?"

16

The
The

rule required each employee to list all his properties
and assets which enabled the government to compare his
income with his actual wealth.

16

However,

no employee

Mohamed Al-Tawail "The Procedure and Instruments
of Administrative Development in Saudi Arabia" unpublished
master thesis, University of Pittsburgh, 1970, p. 44.
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Filled that Form and those who introduced it have
somehow totally Forgotten about it.
Conclusion
One Final point about the pay system is that it
has not provided adequate and equal pay For certain
specialized and proFessional personnel.

A number oF

scattered regulations have been issued since 1971 to
compensate those personnel For their special skills
and the danger involved in some oF their tasks.
various allowances,

Thus

compensations and salary

"diFFerentials" are paid monthly to chemical engineers,
vocational training engineers,

pharmacists,

doctors,

The allowances are

pilots and so Forth.

medical

calculated on a certain percentage oF the basic salary.
It runs between 30 percent to chemical engineers to
50 percent to surgeons and doctors.
However,
on job.

the allowance is paid only to personnel

There are many cases in which they are denied

these allowances such as when on vacation,
retirement and so Forth.

leave,

The allowance is considered

a courtesy From the government For the specialized
skills these personnel possess and is paid only to those
on the job.
Since these allowances and diFFerentials are
granted,

in theory,

in recognition oF the proFessional

and technical ability oF these civil servants and the danger
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involved in their tasks.

And since they also are based

on their educational and training attainments and a
recognition of the specialized duties and responsibilities
involved in their jobs, they should be included in the
basic pay and should be reflected in a higher
classification of their positions.

A specialized

person should be entitled to this increase permanently
and under all personnel circumstances.

Such measures

would certainly serve the basic principles of position
classification and equal pay.

CHAPTER VII

RECRUITMENT, SELECTION AND PROMOTION

Chapter VI examined the basic setting of the
Saudi Arabian personnel system i.e., position
classification and the compensation system. It
explored the advantages and weaknesses in that
setting.

This chapter will critically discuss the

recruitment,

selection and promotion processes.

Recruitment
Recruitment is the process of inducing suitable
candidates to compete For an appointment in the
public service.^

It aims to attract a sufficient

number of qualified personnel for employment.
In Saudi Arabia this process used to be
decentralized.

Each individual ministry and agency

conducted its own recruitment and selection programs.
Under the 1971 civil service law, however, the two
»
functions were centralized in the GPB.
The Bureau
now undertakes to recruit candidates for government

^0. Glenn Stahl, Public Personnel Administration,
5th ed.
CNew York:
Harper and Row,19SS]. p. 65.
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jobs upon requests From individual ministries and
agencies.

Prior to the issuance of the Fiscal budget,

each ministry prepares its personnel needs For the
next Fiscal year.

Together with the GPB the ministries

then discuss the number oF staFF requested and determine
their position classiFications.

The GPB has to approve

the personnel demands From all ministries,

agencies and

even public corporations, beFore they are submitted to
the Council oF Ministers For Final approval.
The process oF recruitment starts immediately
aFter the Council oF Ministers approves the annual
budget on the First day oF the 7th month oF each year.
The Personnel Law stipulates certain general require
ments which eanh applicant For a civil service job
should meet.
citizenship.

2

The First condition is that oF
The second is that no person is allowed

to compete For a government job unless he or she is
eighteen years oF age.

There is no maximum age

requirement in the Saudi Arabian civil service law.
The third general condition is naturally the
physical Fitness oF the applicant.

Each applicant

must present a report From a certiFied doctor that he
2
Article 4 oF the Saudi Arabian General Personnel
Regulations oF 1971.
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is physically Fit to undertake a government job.
condition,

however,

This

has not been observed very strictly

by the authorities.
One Final condition is that oF personal conduct
and manner.

No applicant is allowed to compete iF he

has been convicted oF any serious criminal charges
unless at least Five years have passed since the date
oF executing the verdict.
The law also states that all positions oF the
11th grade level and above are to be Filled with the
approval oF the Council oF Ministers,

while positions

oF the 10th grade level and below are Filled through
the procedures oF the GPB and with the approval oF
the minister concerned.

3

On the other hand, there are speciFic conditions
which diFFer From one job to another.

These are

speciFied by each ministry or agency concerned.

They

are usually academic qualiFications and experience or
training requirements or whatever skills the ministry
considers desirable For certain special positions.
Recruitment under the 1971 personnel law puts
heavy and oFten unnecessary emphasis an academic
3

I bi d ., Article 5.
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qualifications.

First,

no one is allowed to compete

for a civil service job unless he holds an intermediate
high school diploma.

An intermediate high school

diploma requires three full years of study after the
elementary level.

In Saudi Arabia

intermediary education.

it is called an

With the exception of a typist

whose elementary degree is acceptable all applicants
for any position in any grade for any class must hold
at least an intermediate high school diploma to qualify
for competition for a public service position.
This is one of the major drawbacks in the employ
ment process.

Since education itself is a recent

phenominon in Saudi Arabia this condition has prevented
many of the older generation from entering the civil
service.

Many of them have an elementary education

and long years of experience and a good record of
honesty and integrity but are not allowed to compete
because their elementary degrees are not sufficient.
The problem has become worse in the last two
years as the demands for personnel at all levels have
increased but the GPB is unable to accommodate such
applicants.
Second,

appointment to both the diplomatic class

and the professional class require at least a
university degree or the equivalent.

Here again the
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government finds great difficulty in recruiting far both
classes because of the severe shortage of university
graduates.

This problem becomes more acute in view

of the expanding activities of the government and the
growing need for the services of technical and
specialized personnel.

To make matters worse, recently

the labor market began to change in favor of the
private sector.

Job seekers at all levels presently

find open to them more attractive opportunities and
alternative careers in the private organizations whose
rules are more flexible and enable them to accommodate
persons with different levels of skills and different
backgrounds.
Thirdly,

for recruitment to all other classes

the law put rigid and unnecessary emphasis on academic
achievements.

For instance appointment to any clerical

position in the sixth grade level requires a university
degree or as a substitute an intermediate high school
diploma plus twelve years of job experience.

A similar

position in the 7th grade require 14 years of
experience,

in the 8 th requires IB years,

in the 8 th

18, and 20 years in the tenth grade in addition to
junior high school education in all cases. ^
4
GPB "Manual of Laws and Regulations” [Riyadh,
Saudi Arabia, 1975] pp. 12-17.
Cin Arabic].
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It is clear that the employment process put minor
emphasis on practical experience or seniority in
contrast to academic qualifications.

Such an

attitude has Failed to recognize the environmental
conditions of the country.

The Ford Foundation which

designed the whole system has introduced a highly
sophisticated model without genuine regard for local
social,

cultural and educational factors.

Education is a recent phenomena in the country.
As mentioned earlier the United Nations study which
was conducted in I960 revealed that 95 percent of the
civil servants had only preliminary education or less
while only 5 percent has high school or college
5
degrees.
Up to 1966 the only university in the
whole country was Riyadh University.

The number of

graduates from this university is quite limited.
Table 12].

[5ee

The number of high school graduates also

is small compared with the manpower needs of the
c ountry.
Those who have graduated from abroad at both
levels are far less than the numbers indicated by the
table.
5

Furthermore, girls were not allowed to enter

M. Ramzi, The Technical Assistant Requirements
in Various Fields of Public Administration in 5audi
Arabia CCairo, U.N. Technical Assistant Office,• 1960]

p . 3.
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Table 12
Number of graduating students per year
1961-1966

Year

Riyadh University

High Schools

1961

15

511

1962

37

474

1963

102

683

1964

193

833

1965

133

810

1966

149

1,080

Source: Saudi Arabia Statistic Yearbook (Ministry of Finance,
Central Department of Statistics Riyadh, 1967) pp. 65-68.

I
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public schools until I960 when the government officially
established a special board for the education of women.
And the Institute of Public Administration was not
established until 19B1 and was unable to carry out its
training duties until August 1962 when the first
training program was conducted.
It is true that five new universities have been
established and many students are graduating abroad,
but the difficulty persists and

the number of

qualified graduates available is far from that needed
to satisfy the employment needs.

In 1974 the total

number of university graduates both from national
0
universities and from abroad was 1833.
However,
many of them have graduated from religious colleges
and are not well prepared for the public service.
Table 13 shows the growth of numbers of graduates
between 1971 and 1974.
The emphasis of the recruitment process on
academic achievement is highly unjustified in Saudi
Arabia at its present stage of development.
appropriate for a more advanced society,

It is

but in a

country with a 12 per cent literacy rate it is an
obstacle to entering the civil service,

B

The G P B ’s Annual Report [1974]
Arabia, 1974] p. 13
[in Arabic].

particularly

[Riyadh, Saudi
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Table 13
The growth oF university graduates
1971-1974
1950

1800

1650

1500

1350

1200

1050

900

750

600

450

300

150

1974

1973

1972

1971

Source: Adapted from the GPB's Annual Report (Riyadh,
Saudi Arabia, 1974). p. 12.
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For those with practical training and experience which
could be utilized in the public service.
It is not intended to minimize the significant
role of well educated personnel in the service.

The

author by no means is advocating that government jobs
should be Filled by low educated persons.

On the

contrary education is the key to a sound and
efficient civil service.

It contributes significantly

to better performance, creation, and innovation in
the public service.
more responsible,
employees.

It provides the government with

well qualified and more adaptable

The argument does not question the values

of education,

rather it questions the adaptability of

the employment process to the environmental conditions.
It points to the gap that exists between the law and
social conditions in essence the difference in form
and practice.

The argument directs the attention to

the modifications and reconciliation needed between
the law and the social conditions to fill this gap if
a useful and meaningful employment process is to be
used in Saudi Arabia.
Another shortcoming of the recruitment process is
its sex discrimination.

The system is heavily biased

toward the employment of men in this
civil service.

male-dominant

Women in Saudi Arabia are not allowed
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to compete for all government jobs.

There are certain

positions For which they are allowed to compete,
the educational positions.

mainly

And even here they are

permitted to compete only for the educational jobs
available in girls schools.
Women are strictly forbidden from holding jobs
which require direct business contact with men.

There

are no official reports on the number of women in the
Saudi public service but the estimate of this author
would put their number at between 3 to 5 percent of
the entire civil service.

Examinations
Article I of the Personnel Regulations states that
merit is the basis for selecting employees to fill
government positions ."7
The law provides that with very few exceptions no
appointment can be made to any position except on the
basis of examinations.

Prior to 1971 examinations were

prepared and administered by the various ministries and
government agencies.

After 1971 the GPB was entrusted

with these responsibilities for all vacancies in the
public sector.

Article 7 states that:

The Saudi Arabian General Personnel Regulations
[issued in 1971]
p. 1 .
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"Announcing vacancies, accepting applications,
administering examinations, announcing results,
preparing the eligible list and other related
affairs are to be carried out according to
regulations laid down by the GPB."®
The GPB has an administrative unit [The General
Administration for Examinations and Employment],
is entrusted with four major functions:

Cl]

which

To

research the personnel needs for the government,
[8 ] to determine and conduct examinations for all
positions,

[3] to advertize all vacant positions and

C4] to distribute all university graduates and
graduates from technical

institutes as well as newly

appointed employees to all ministries and other
government agencies according to their needs.
The selection methods include five types:
[1] written exams,

[2] oral exams,

[3] interviews,

[4] practical exams and [5] group discussions.
these methods are used periodically.

All

The GPB

advertizes in all local newspapers and on radio
and TV the vacant positions,

the requirements, and

the location of the examinations in each city.
GPB is located in Riyadh but has two branches,

The
one in

the Eastern part and the other in the Western part

^ I bid., p. 2.
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of the country.

9

Both branches conduct recruitment

and selection processes.
The written examination is the most widely used
in selecting candidates, Followed by interviews.
Practical examinations are usually given to measure
the actual ability and performance of the applicant
in such abilities as typing and various vocational
skills.

Group discussion is given For relatively

supervisory positions in order to measure the
comprehensive ability of the applicant to relate
different attitudes to each other and to the subjects
concerned.
After correcting the exams the GPB prepares a
list of eligible candidates ranked in the order of the
scores they obtained in the various examinations.
The appointments are made according to this list,
which also remains valid for a one year period.
However,

there are certain weaknesses that exist

in the examination process which undermine its
effectiveness.

First the GPB lacks well qualified

and trained experts who can design objective,

valid,

and reliable examinations for the immense fields of

g

The G P B ’s "Internal Organization" A Special
Report, Riyadh, Saudi Arabia, 1973.
Cin Arabic].
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government services.
conducted.

Hence the examinations are poorly

They do not provide a reliable measurement

of a p e r s o n ’s general abilities,

special aptitudes or

other skills required For the job.

Second,

the

examinations generally are not directly related to
the positions under considerations.

The questions

are too broad and vague and are simply directed toward
examining the a p p l i c a n t ’s general knowledge rather
than his skills and the specific qualifications
required for the job.
Thirdly,

the examinations are academic in nature.

They are very theoretical and concentrate an assessing
the general academic knowledge of the person rather
than his specialized knowledge and experience required
for the position he is expected to fill.

Fourth,

there

is no coordination between the ministries and the GPB
in the preparation of the examinations.

The GPB

prepares these examinations and interviews on the
basis of its own understanding of the requirements
for the job.

The officials in the ministries who

create- the positions,

specify their requirements and

some times expect unique and certain qualities in the
personality of the applicant,

never get a chance to

interview or examine that person until he is officially
appointed to the job.

Such a shortcoming has always
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resulted in complaints and protests against the GP B ’s
selection technique.
Furthermore,

the selection process has not applied

modern and sophisticated testing techniques which
provide more accurate and reliable measures of an
individual’s abilities.

Psychology for instance,

has developed various methods For discovering human
abilities.The
developments yet.

GPB has not made use of such new
The written examinations most often

consist of essay questions on the organization’s subject
matters or multiple choice questions or true and false
questions.

The interviews concentrate an the appear

ance of the applicant rather than on his personnel
qualities.

There is hardly any use of objective

examinations which are very effective devices for
measuring certain specific abilities.
emphasis on academic degrees,
in these examinations,

The excessive

which is often reflected

has resulted in the choice of

candidates who are well qualified academically,

but

who often prove to be poor and inefficient employees
in their particular jobs.

See L. Weaver "Character Assessment in Selection,"
in J.J. D o n o v a n ’s Recruitment and Selection in the
Public S e r v i c e , [Public Personnel Association, Chicago,
Illinois, 1968].
pp. 294-318.
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Finally,

the centralization of the recruitment

and selection processes in the GPB was designed to
eliminate Favoritism and nepotism from the government
and to ensure more effective methods of selection, but
more than one-third of the government personnel are
still recruited and selected by individual public
corporations and some government agencies.

They

design their own examinations and other selection
methods.

Hence, one can hardly say that favoritism

and nepotism have been eliminated from the public
service.
After completing the selection process and
preparing the list of candidates,

the GPB contacts

ministries and the various agencies to report the
number of candidates for each department and to
request the approval of the appointment by the
minister or head of agency concerned.
Each appointee has one full probationary year
to prove competancy and eligibility for the job.
Article 11 of the General Regulations states that:
"The newly appointed employee shall be
put on probation for a period of one year.
If it was proved at the end of this year
that the employee was fit, the authority
that appoint him shall issue a decision
confirming his appointment.
If the
employee, on the other hand, does not
prove fit, the authority that appoint
him shall have the right to discharge

190
him, and in this case the employee shall not
be entitled to any of the rights enjoyed by
employees.
The rule of this article does
not apply to those appointed by a Royal
order or by a decision of the Council of
Ministers.
In addition if a newly appointed employee fails
to report to his office within 15 days of the date of
his appointment without a valid excuse,

the appoint

ment decision will be considered cancelled.

However,

the government has not been strict in observing this
provision of the law nor the requirement of a
probationary year because of the severe needs for
manpower.
Each ministry is required to provide some kind of
introductory training for a new employee to enable
him to adjust easily to the new position.

However,

there is hardly any training for a new employee.

They

usually are left completely on their own to adjust to
the new situation.

In addition,

there is no

systematic observation of their performance during
their first period.

Even though the law requires

each supervisor to report on the eligibility and
fitness of his new employee after the first six months,
no one bothers to do so.

^ G e n e r a l Personnel Regulations of 1971.
p. 2.

Ibid. ,
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Table

14 shows the number of employees recruited

during the 1973-1974 fiscal year in the various grade
levels.

Note that From the sixth grade and above all

applicants were civil servants already on their jobs.
There was not one single applicant From outside the
service For these grades.

Note also that appointment

in the sixth grade and above requires a university
degree.

The absence of applicants From outside the

service confirms our assumption that the private
sector is attracting most college graduates and
other well qualified personnel.
In the Fifth grade level and below the number of
applicants From outside is considerably less than the
vacant positions For that year which was put by the
GPB at IBj300.

12

The total candidates For that year

were 3003 which means that the government was unable
to Fill 13,297 positions during that year alone.

This

demonstrates clearly the severe shortage of qualified
personnel

in the country.

Vacant positions accumulat

ing From previous years is actually 28,498, as
Table 14 shows.

12

See the G P B 5s Position Statistics.
issued For the Fiscal year 1975-76..

A Report
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Table 14
The total results of competition over the various
government vacant positions during
the Fiscal year 1973-74

l
THE APPLICANTS

THE CANDIDATES

Grades

From Inside
the Service

9

35

-

23

-

67%

8

85

-

48

-

56%

7

80

-

51

-

64%

6

119

-

81

-

68%

5

306

1

131

1

44%

4

761

1474

451

816

57%

3

486

115

209

51

43%

2

723

1990

412

1395

67%

1

-

2449

-

734

30%

3003

51%

From Outside
the Service

From Inside j From Outside
the Service
the Service

Percentage
of Success

i

i
Total

2595

6038

1406

i

i
Source: Adapted from the GPB's Annual Report, Riyadh, Saudi Arabia,
(1974). p. 28.
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To fill this gap the government recruits personnel
From outside the country on a contractual basis.

At

the present time the percentage of non-Saudi personnel
in the public service is 35 percent of the total
number.

Those are usually recruited from Egypt,

Lebanon and other Arab and non-Arab nationalities.
Table 15 shows the number of positions in the
civil service for the 1973-74 fiscal year and the
number of Saudi and non-Saudi in the public service.
Note that the number of Saudi civil servants is
73,330 while the non-Saudis total 28,929 or 27 percent
cf the government employees in that year.

This

percentage jumped to 35 by the end of 1975 as
mentioned above.

Promotion
So far we have discussed selection from the
outside in the Saudi personnel system.

Now we turn

to a discussion of selection from inside the service
or what is known in personnel administration as the
promotional process.
Promotion is a very delicate and sensitive process
that if mishandled or misused can cause direct
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Table 15
The classification of approved positions according
to vacant and occupied.
This table shows
also the Saudi and non-Saudi employees
as distributed between all grade-levels

The number of Employees
f
Grade

Positions

Minister

41

Vice Minister

2

Vacant

Saudi

7

34

-

Non Saudi

|

Total

-

34

2

-

2

-

19

Excellent

23

4

19

15

117

12

103

2

105

14

47

13

34

-

34

13

38

7

31

-

31

12

60

43

-

43

11

250

66

183

1

10

518

201

276

41

317

9

2557

905

1234

418

1652

8

4782

2319

1129

3448

i
:

1334

184 1!

i

\

7

12668

4066

4762

3840

8602

6

12709

4991

4286

3432

7718

2250

11501

2560

14061

4550

14813

2553

17366

5

16311
i

j
i
1
!
!

4

21916

3

21541

3570

14410

3561

17971

2

28829

4634

15348

8847

24195

1

9345

1871

3932

3542

7474

131754

28498

73330

39926

103256

Total

S o u r c e : Adapted from The GPB’s Annual Report
Arabia, 1974.

p. 18.

Riyadh, Saudi
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deterioration of morals and productivity in the
service.

13

The promotion process also has a

significant effect on the ability of the agency to
attract and retain qualified personnel.

Most agencies

use promotions as a means of rewarding good perform
ance,

loyalty and high productivity.

Thus a sound

and objective promotional plan is a requisite in any
effective system of personnel administration.
The 1971 civil service law adopted a systematic
promotional policy which combines four elements:
C1 D level of education,

[2] seniority,

and C4] performance reports.

[3] training,

The law has also

emphasized merit as a basis for promotion.

Article

one stated that "Merit is the basis for selection"
and Article four required that each candidate for
promotion should meet the qualifications and conditions
required for the job.
Promotion to the 11th grade and above is vested
in the Council of Ministers while promotion to any of
the first ten grade levels is vested in the minister
concerned.
13

Article 5 stated that:

John W. Jackson, "Planning and Constructing
Promotional Examinations" in J. J. Donovan, Recruitment
and Selection in the Public Service CPublic Personnel
Association, Chicago, Illinois, 1968] p. 322.

"Positions of the 11th grade level and
above shall be Filled by appointment or
promotion according to a decision oF the
Council oF Ministers.
Positions oF the
10th grade level and below shall be Filled
by appointment or promotion according to
a decision by the concerned ministers.
Positions oF the Royal Court shall be
Filled by a Royal D e c r e e . " ^
Moreover,

the law requires that a three-man

promotional committee should be established in each
ministry to assess and evaluate candidates For
promotion according to the above Four elements.

The

committee is selected From the senior staFF members
or those who occupy the ninth grade level and above.
The assessment is based on certain score For each oF
the Four element as Follows:
1.

Ed u c a t i o n :

15

A maximum score oF [10] points

based on the number oF additional academic
years above the level required For the job.
Each additional year is given 2 points.
2.

Seniority:

The maximum points are also 10.

Two points are given For each additional
year above the requirements.

General Personnel Regulations oF 1971.

Ibid.

p. 2 .
15

The GPB "Manual oF Laws and Regulations"
[Riyadh, Saudi Arabia, 1975] pp. 40-42.
[in Arabic]
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3.

Training:

Two points For each month of training

in the technical and vocational positions.

And

one point For each month oF training Far all
other kinds oF positions.

There is no

maximum level as the case with the First
two elements.
4.

PerFormance Repo r t s :

Two points are given to

each report with a level "good" and one paint
For each with a level "Fair" grade.

All

reports issued during the past Four years
proceeding the promotional evaluation are
c onsidered.
Furthermore,

the distribution oF the above

mentioned scores is applicable to the lower grade
levels or to all positions located between the First
grade level and the FiFth one.
From the sixth grade level to the tenth, the
scores are distributed as Follows:
1.

E d ucation:

The maximum points are [15]

distributed as Follows:

3 points For each

additional educational year above the
requirements provided that the nature oF
education is related directly to the position
concerned.

One point is given to each year

oF education not directly relevant to the
position.

!
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2.

Seniority:

A 10 score limit is allocated to

seniority.

One point of which is given for

each additional year above the requirement.
3.

Training:

The maximum points are 15.

Three

paints of which are given to each three-month
period of relevant training in the technical
and vocational positions and two points
for each three-month period to all other
po s itions.
4.

Performance R e p o r t s :

All reports of the last

four years proceeding the candidacy are
considered.

Two points are allocated for

each with a level "good" grade and one point
for each with a level "fair” grade.
Next the committee prepares a list of all eligible
candidates for promotion.

The list is organized on

the basis of their performance in the four categories
combined.

The law provides that promotion should be

according to the order of total scoring in all four
elements combined.

I.e . , that the candidate who has

scored highest should be promoted first.
Following the preparation of the list of candidates
the committee secures the approval of its recommendations
from the GPB whose concern is to ensure that the process
was conducted according to the regulations.

Finally,

the list is submitted to the minister concerned who
approves the actual promotion of the required number
of candidates.
Promotion to the 11th grade level and above is
submitted to the Council of Ministers by the head of
the agency concerned.

The law provides that even in

this category each candidate must possess all the
requirements of the tenth grade level to be eligible
for promotion to a higher rank.

The Council of

Ministers has either to approve or reject the
recommendations.
However, there

is also one aspect of promotion

which deserves to be mentioned here.

The law provides

that promotion to any of the first ten grade levels is
also made through examinations.

Government employees

in these categories compete with outside candidates in
taking such tests.
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As Table 14 demonstrates,

in all

the competitions for public employment conducted in
1974 personnel in the various grades inside the service
have participated and a considerable number of them have
been promoted.

No preference is given to a government

employee in such a competition,

but certainly the longer

the experience in government, the more likely that a

is

Article 7 of the General Personnel Regulations
of 1971.

2 0 0

candidate will scare higher than his competitor From
outside the service.
One advantage to promotion through such a process
is that it allows the candidate to jump to higher grade
levels rapidly.

As long as he meets the necessary

requirements, the law provides that he can compete
For any grade level oF the First ten.

This provision

oF the law has provided great opportunities For
ambitious employees who managed to complete their
college education while on the job.

Many oF them have

jumped suddenly From the second and third grade levels
to the sixth and seventh.
Under normal promotional procedures the law
provides that an employee is promoted only From one
rank to the one immediately above it.

But the

competition with outside candidates is totally open
as long as the person meets the requirements For the
job.
A close observation oF the promotional system
reveals certain deFiciencies.

Even though theoretically

promotion is made on the basis oF merit and comparative
perFormances,

in practice it is diFFicult For the

promotional committee to apply these principles.

First,

the law provides that each supervisor submit a
periodical perFormance report on each oF his employees.
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However,

this is seldom done.

Very rarely does a

supervisor bother to write such reports.

Hence when

the committee examines the Files of employees they
discover the absence of this important element oF
evalu a t i o n .
Second,

government managers generally do not

encourage training and development oF their employees
For two reasons.

First, their administration is

already understaFFed.

They Feel that the absence oF

a good employee For six-month training period or so
would greatly reduce the productivity oF the depart
ment and cause them embarassment and Frustrations.
Hence they tend to reject all training missions For
their employees and to create excuses to get rid oF
such proposals.

Secondly,

other managers discourage

training programs For their subordinates For Fear oF
Future challenges by them.

A manager Feels that by

developing new skills and new strategies a sub
ordinate would eventually compete with him and
challenge him on his own position.

Hence they distrust

training programs and tend to turn down all training
p r oposals.
Still others do not appreciate the training process
itselF and Feel that it is a waste oF time.

They

believe that the best training oF an employee is his

2 0 2

jab.

This last attitude,

however,

has same grounds

since many of the training programs offered by the
Institute of Public Administration lack effectiveness
and objectivity as demonstrated in the following
chapter.
Nevertheless,

the promotional committee runs

again into this difficulty which often limits its
choice to the remaining two elements i.e., education
and seniority.
The government is encouraging education for its
employees by opening evening schools,

sending missions

abroad and providing various facilities for those
wishing to complete their education.

This has

resulted in the promotion of many civil servants not
through the normal promotional process but rather
through competing with outside candidates for
government jobs.
Another important point is that many of those
promoted through the normal procedures are still
performing the same duties.

What actually happens

is that these promoted employees are given new titles
and new salaries,

but in practice they still occupy

the same positions and fulfill the same responsibilities.
In contrast, employees who were promoted through
competition with candidates from outside the service
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are often given new jobs, new responsibilities,

higher

salaries, and in many cases new locations in their
present or a different ministry.
Conclusion
Finally,

one can conclude that the normal pro

motional process as described earlier does not
guarantee that recommendations for promotion will be
made on the basis of merit and comparative perform
ances.

It seems that seniority plays the key role

in the evaluation process due to the absence of
performance reports and the lack of training programs.
While the government is encouraging education,

many

of those who have achieved academic success tend to
compete for promotion from outside the service which
is not only quicker but also offers opportunity of
promotion to higher grades.
Hence, the system is left with the seniority
element as the dominant factor in promotion which is
by no means a valid and reliable measure for such an
important action.

CHAPTER VIII

THE ADEQUACY OF PUBLIC ADMINISTRATION TRAINING RESOURCES

An Overview
As is the case with many developing countries,
the Saudi Arabian civil service has a large number of
poorly qualified and untrained employees.
articles,

conferences,

All reports,

and books which are written

about the Saudi Public Service have identified the lack
of training of public employees as a major cause of
its ineffectiveness.^
Back in the 1 9 3 0 ’s and 1 9 4 0 ’s during the practice
of traditional and tribal methods of administration,

See [A]
Ibrahim M. A1 Awaji "Bureaucracy and
Society in Saudi Arabia,"
Ph.D. Dissertation, University
of Virginia, 1971.
[B]
The Ford Foundation, The Aspects Which
Affect the Administrative Reorganization in Saudi Arabia
[Riyadh, Saudi Arabia, Ford Foundation Team, 19633.
[C]
Mohmed T. Ramzi, Report of Preliminary
Survey on Public Administration in Saudi A r a b i a . U.N.
Committee for Technical Assistance, D E C A , Report
No. TAO/SAU/4, 1961.
CD]
Norman C. Walpole [ed.] Area Handbook
of Saudi Arabia [Government Printing Office, Washington,
D.C., 1966],
[ED
Mohammed A. Al-Tawail "Institute of
Public Administration in Saudi Arabia:
A Case Study
in Institutional Building", Ph.D. Dissertation,
University of Pittsburgh, 1974.
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■this problem of an effective civil service was not an
alarming one.

But as a result of the vast revenues

from oil during the early 1 9 5 0 ’s, the size and scope
of governmental activities have grown steadily.

This

expansion thrust new burdens and responsibilities on
the bureaucracy which were beyond its capabilities.
With this rapid growth serious problems started to
appear,

due to the failure of the government employees

to carry out the new responsibilities and duties
assigned to them.
This serious shortcoming became alarming in 1957
when the government suffered a severe financial crisis.
As a result the government started planning various
educational and training programs.

Emphasis was

placed on both short and long term educational projects
to provide the government with qualified personnel.
Thus,

in that year the University of Riyadh was

created and the government invested heavily in
educational programs at all levels.

At the same time

the government requested the assistance of the United
Nations to provide an expert to study the Saudi Arabian
public administration and to suggest measures of
improvement.

The U. N. assigned the Director of the

Institute of Public Administration at Cairo for the
task.

The Director,

Dr. Mohamed Ramzi an administrative
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expert and a native Arab,

conducted a thorough and

comprehensive study of the Saudi Arabian public
service in I960.

He concluded that the government

employees were poorly qualified and inadequately
trained and 95% of them had very low educational
attainments [elementary level].

2

Hence he suggested

the establishment of a training institution for
public employees.
Or. Ramzi proposed the structure and the functions
of such an Institute.
his recommendations,

The government carefully studied
modified them and on April 10,

1961 a Royal Decree established the Institute of
Public Administration.

3

Emphasis on vocational and technical education
also was given a major priority.

The government

assigned to the Ministry of Labor and Social Affairs
the task of vocational and technical training.

The

Ministry created two Institutes for vocational train
ing, one in Riyadh and the other in Jeddah.
2

M. Ramzi, The Technical Assistant Requirements
in Various Fields of Public Administration in Saudi
Arabia.
[Cairo:
U. N. Technical Assistance Office,
I960], p. 3 .
3
Royal Decree No. 93, dated April 10,

1961.
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Furthermore, the government,
in the history oF the country,

For the First time

established a special

board For the education oF girls.

Saudi women,

never attended public schools beFore I960,

who

were

Finally allowed to beneFit From secular education.
A number oF elementary,

intermediary and secondary

schools were established as well as teacher training
institutes.

These schools were staFFed by non-Saudi

women teachers From Egypt and other Arab countries.
The attendance oF students was very low at the
beginning,

but it has improved steadily.

By the end

oF the 1 9 6 0 ’s women were allowed to attend universities
and to beneFit From higher education.
The government also has invested heavily in
religious education,

special education,

night schools, and missions abroad,

literacy and

particularly to

the United States and Western European countries.

In

19G4 a semi-private university was established in
Jeddah to Facilitate higher education For people in
4

that part oF the country.

The university was partly

supported and administered by the government For 7 years
until 1971 when it was annexed into public system.
4

The University was named the National University
oF King Abdel Azizz in 19B4.
AFter its consolidation
into public school system in 1971 the name changed to
King Abdel Azizz University.
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However,

inspite of all these educational programs

and training activities,

the quality of governme--t

employees has not improved substantially For a number
of Factors.

First,

the original poor and unreliable

methods oF recruitment and selection continued during
the late 1 9 5 0 ’s and throughout the I 9 6 0 ’s.
The 1958 civil service law,

which was adapted as

a measure oF improving the civil service aFter the
economic crisis,

Failed to apply the merit principles

in the selection and appointment processes.

As pointed

out earlier the employment process was decentralized in
individual ministries and agencies.

Favoritism and

nepotism were a common practice CSee Chapter VII].
Even though that law emphasized examinations and public
competition as a basis For appointment,

the ministries

and agencies were not successFul in developing the
reliable and eFFective testing devices which are
essential

in discovering and measuring the abilities

oF candidates.
A second Factor which contributed to the low
quality oF government employees was the education
system itselF.

In undertaking educational programs

the government was concerned more with the numbers
oF schools rather than the qualities oF education.
Each year scores aF elementary schools,

intermediate
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schools,

high schools,

institutes and colleges were

established without sufficient teachers and admin
istrators to properly staff them.
vacancies,

To fill instruction

the government recruited teachers of sadly

low quality from inside and outside the country.

Many

of the administrators who ran these institutions were
concerned with the number of graduates each year
rather than with their qualities.

A recent observer

of the training and educational system has suggested
that:
"The shortages in the professional and
technical skills will continue until drastic
changes in the educational system take place.
Effecting these changes is difficult, however,
since one of the barriers to improving the
educational system lies in the shortage of
qualified school personnel ... teachers and
administrators alike."5
The problem was further complicated by the lack
of coordination in establishing educational policies
in the country.

By law education is vested into five

separate and independent departments:
Ministry of Education,
Social Affairs,

Cl] The

C2] The Ministry of Labor and

C33 The Girls’ Education Administration,

C4] The General Administration of Religious Institutes

Madani A. Alaki, "Industrial-Vocational Education
in Saudi Arabia."
Ph.D. Dissertation, University of
Arizona, 1972.
p. 255.

and Colleges,

and [5] The Ministry of Higher Education

Linder such system,
authorities,

with its separate educational

it is very difficult to achieve even a

minimum level of coordination for an efficient and
effective system of education and manpower development
A study conducted in 1973 about the Saudi educational
system reveals that the system does not respond to
societal development.

Its author identified several

factors which hinder the system.

He commented that:

"One of the major problems facing the
present system of education and manpower
development is that it has a built-in over
emphasis on quantitative expansion.
Both
new educational policy and the five-year
development plan, instead of calling for an
end to continuous expansion with its
numerous, expensive, overlapping institutions,
have not attempted to remedy the situation
in a realistic way.
It would be alarming,
indeed, if this erratic institutional
expansion continues as it would result in
several serious problems.
First, it would
create opposing groups of people: rich and
poor, rural and urban, and secular and
religious.
Second, it would perpetuate
the weaknesses, waste, and unresponsiveness
in the present educational system.
Third,
it would enforce the continued reliance on
foreign teachers.
Fourth, it would allow
only minimal satisfaction to occur from
token educational reforms and lack of
innovation.
Fifth, it would fail to ful
fill the manpower needs of the country for

The Ministry of Higher Education was recently
created by the Council of Ministers, in October 1975.
Prior to that time all five universities were under
the supervision of the Ministry of Education.
See
A1 Madina [National Newspaper, October 14, 1975].
p. 1 .
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skilled and semi-skilled workers.
Sixth, it
would Fail to provide the majority of students
with an equitable share in auxiliary educational
services and activities such as health services,
scouting, and physical education.
Seventh, it
would Fail to provide equal educational
opportunities For women and rural and nomadic
peop l e s ."7
A third Factor aFFecting the low quality oF
government employees is the law salaries and low
prestige oF the civil service jobs compared to the
private sector.

As pointed out earlier,

the country

has a very limited supply oF well qualiFied and
adequately trained personnel and there is severe
competition between the two sectors in attracting and
retaining trained employees.

Because oF the high

salaries and the Flexibility oF pay systems in the
private sector, the government Faces great diFFiculties
in trying to recruit technical and specialized personnel.
A Fourth Factor is the shortage oF educational and
training institutions available to government oFFicials
and personnel at all levels.

Only two out oF the Five

universities in the country conduct programs in public
. . .
. 8
administration.

Mohamed A. Hammad, "The Educational System and
Planning For Manpower Development in Saudi Arabia".
Ph.O.
Dissertation, Indiana University, July 1973, pp. 304-305.
8 —,
.
.
.
These two universities are:
CAJ Riyadh University
in Riyadh and [B] King Abdel Azizz University in Jeddah.
The program at King Abdel Azizz University is designed to
prepare public administrators in the Fields oF Finance,
personnel and local admin-' stration. It is more directly
related to the public service than the program at Riyadh
University.
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The programs at both universities were recently
adopted and officials have found difficulties in
properly administering and staffing programs.
Institute of Public Administration,

The

on the other hand,

is the only centralized institution for training for
the public service in the country.

It conducts

various training and educational programs for all
government employees at all levels as this chapter will
demonstrate later.

In addition several ministries and

government agencies have their own training units for
their own personnel.
teachers,

But generally they lack qualified

well organized training facilities and

efficient planning to run their programs.

Hence present

training programs are by no means adequate and sufficient
to meet this major deficiency in the Saudi civil service.
In the following section of this chapter we will
discuss the educational system of Saudi Arabia and its
impact on the civil service.
with in-service training.

The last section deals

It examines the role of the

Institute of Public Administration and the various
training centers in developing manpower for the
government.
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THE EDUCATIONAL SYSTEM

Secular education is a recent phenomenon in Saudi
Arabia.

According to Fuaad Hamza in his book The Saudi

Arabian S t a t e , the First government agency for education
was created in 1927 with a poor annual budget of 5665
English Pounds.

g

In the ten year period Following its

creation the agency was unable to expand its program
because of the lack of Financial resources and because
of cultural attitudes which strongly resisted the
introduction of secular and modern education in the
society.^

Religious leaders in Saudi Arabia hold

that modern education corrupts the society.

It is

against religion and it is a tool of evil by which
the soul is d e s t r o y e d . ^

Thus,

they resisted its

introduction at that time and many of them still hold
this attitude today even though modern schools have
penetrated remote villages and towns in the country.
g
Fuaad Hamza.
A1 Bilad A1 Arabia A1 Saudia [The
Saudi Arabian State]
[Mukktabet A1 Naser Al-Haditha,
Riyadh, Saudi Arabia, Second edition, 1968]. pp. 227-228.
10

Kier Al-Din A1 Zerkali, Al^ Wagiz Fi Sirat A1 Malik
Abdel A z i z z . [The History oF King Abdel Azizz], CDar A1
Kalam Press, Beiruit, 1971].
p. 165.
'*'"*’HaFiz Wahhbah, The Arabian Penninsula in the
Twentieth Cent u r y . CMukktabet A1 Nahza A1 Massria,
Cairo, Fourth Edition, 1961] p. 128.
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Hence, until the beginning of World War II there
were only a handful of elementary and religious schools
located only in the three main cities at that time,
Mecc, Jeddah, and Al-Maddinah.

12

All other regions

of the country lacked the existence of secular schools.
Education in Najed, Asir and Al-Ahsa was limited to
Islamic studies in mosques and at public places.
After the war, however,
royalties from oil,

and with the increasing

the government undertook massive

educational programs in all regions.

By the end of

the 1950s and in the early 1960s educational programs
were expanded further to provide technical and pro
fessional training for both sexes.

Table 16 shows the

growth of student enrollment in the various stages of
education including vocational and technical schools
over a ten year period 1963-1973.
On January 11,

1969 a Royal Decree was passed

establishing for the first time an educational policy
for Saudi Arabia.

The policy emphasized the relation

ship between education and development.
gearing education programs in all
s t a t e ’s general development plan.
1 2

Hamza,

Ibid., p. 230.

It calls for

its stages to the

Table IB
THE GROWTH OF THE NUMBER OF STUDENTS (MALE & FEMALE)
AT ALL EDUCATIONAL LEVELS BETWEEN 1963/64-1972-73

Educational level

63/64

64/65

65/66

66/67

67/68

68/69

69/70

70/71

71/72

72/73

60

680

605

854

913

836

862

971

Government Institutions:
Kindergarten
Boys Schools:
Adult Education
Elementary
Intermediate
New Intermediate
Secondary
Institute of Technology

23927

32739

33374

37698

34824

35231

40726

42414

43714

50644

156780

174514

193140

212674

234726

252207

268809

286149

310390

332352

13768

14832

18497

20279

30676

33134

38308

43016

51134

57092

-

-

-

-

413

622

877

866

875

2290

2484

2876

3428

6913

8479

11566

12638

14170

631

714

7100

7887

5245

2442

2414

1530

-

-

5834
-

-

-

-

-

-

3438

2093

2173

3131

5392

6421

7116

932

725

616

694

819

765

977

-

T.T.I. (New) Primary

Secondary Industrial
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T a ble IB
Educational Level
Higher Industrial
Education

63/64

64/65

[continued]

65/66

66/67

67/68

68/69

69/70

70/71

-

-

-

-

-

-

Intermediate
(Commercial)

960

758

677

370

207

202

Secondary Commercial
Intermediate

-

-

-

-

-

-

-

(Agricultural)

798

844

506

298

127

137

128

29

Technical Education

-

-

20

58

108

134

146

Physical Education

-

-

48

60

72

99

Complementary
Education

-

-

-

940

988

Special Institutes

492

652

722

755

2628

3575

4678

Religious Institutes
Night Schools
University of Riyadh

-

1080

-

1194

-

1349

71/72

72/73

58

-

-

-

-

-

-

134

321

-

-

150

154

178

130

160

164

185

867

913

989

991

995

990

1132

1248

1257

1287

1572

6094

6721

7795

8588

8725

9643

10106

5809

6085

6535

6258

7779

7777

9096

1352

1855

2202

2899

3607

3782

4369

1976

2480

-

18

King Abdul Azizz
University

-

-

-

-

-

-

-

-

Colleges (M/Education)

393

478

504

541

448

587

728

965

-

-

T ab le 16
Educational Level

Ccorrtinued]
69/70.

70/71

71/72

72/73

-

591

551

568

668

153

279

450

506

723

894

1270

1726

1533

1939

2217

2710

2546

67

50

67

63

75

54

68

264612

296885

329013

353110

385841

418079

456213

497733

63/64

64/65

65/66

66/67

67/68

68/69

Islamic University

-

-

-

-

-

College of Petroleum
& Minerals

-

67

103

142

1165

1283

College of Islamic
Law & Language

7076

High Institute for
Islamic Law

-

Total:

\

214365

244317

-

Girls Schools:
Adult Education

-

-

-

-

-

-

Elementary

-

-

-

-

-

_

Intermediate

-

-

-

-

-

-

23683

42182

52886

71160

86749

T.T.I. Intermediate

-

-

-

-

-

T.T.I. Secondary

-

-

-

-

Nursing Institutes

-

-

-

T.T.I. Technical

-

-

Secondary

Girls Training College
Total:

23683

-

-

-

1400

114775

127715

149257

169739

4525

8052

13042

19880

438

673

2014

3410

-

5480

5805

5419

3954

-

-

221

481

761

1675

-

-

-

-

114

146

187

-

-

-

-

791

710

543

229

-

-

-

-

-

-

80

198

312

42182

52886

71160

86749

143630

171380

200786

105361

105361

126230
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Table 16 [continued]
Educational Level

63/64

64/65

65/66

66/67

67/68

68/69

69/70

70/71

71/72

72/73

4623

4858

5487

6508

Private Institutes:
Kindergarten

-

-

-

-

-

Adult Education

-

-

-

-

-

Elementary

-

-

-

-

-

Intermediate

13475

Secondary
Others

12962

-

__ [

-

-

19686

17612

23030

-

-

-

-

-

-

-

26922
-

-

-

495

13219

14196

15165

19031

5100

5162

5318

7097

2481

3338

3016

3329

2814

3523

4332

------

King Abdul Azizz
University
Total:

Grand Total:

Source:

—

—

-

—

76

148

265

491

—

13475

12962

19686

17612

23106

27070

25688

30859

32509

40792

251523

299461

337184

385657

438868

485541

537759

592568

660102

739311

Saudi Arabia's Statistical Yearbook of 1973.

Note: The distribution of the number of students in girls' schools between 1963/64 to 1968/69 was not
specifically known. Thus the numbers between the brackets indicate the total enrollment in the various
stages each year during that period.

At the present time, Five universities operate in
different parts of the country.

Hundreds of elementary,

intermediate and high schools are scattered around the
country.

The total enrollment in these schools have

grown steadily between I960 to the end of 1975.
Table

17 shows the number of teachers at the various

educational levels between 1963 and 1973 while
Table

18 demonstrates the growth of government

appropriation for education during the same period.
Two of the five universities are located in Riyadh.
The first is the oldest and the most important among
all, Riyadh University.

Founded in 1957 it now has

eight major colleges as follows:
1.

Faculty of Libral Arts

Table

19

2.

Faculty of Commerce

Table

20

3.

Faculty of Sciences

Table

21

4.

Faculty of Pharmacy

Table

22

5.

Faculty of Agriculture

Table

23

6.

Faculty of Engineering

Table

24

7.

Teachers Training College

Table

25

8.

Faculty of Medicine

Table 26

The total enrollment at this university has jumped
from 21 students in 1957 when the university opened its
doors,

to 4369 in 1973.

The number of teachers has also

grown from 10 teachers in 1957 to 106 in 1963 to 524 in

Table 17
NUMBER OF TEACHERS AT ALL EDUCATIONAL LEVELS 1963/64-1972/73

Educational Level

63/64

64/65

65/66

66/67

67/68

68/69

69/70

70/71

71/72

72/73

10

31

36

44

40

41

44

45

Government Institutions:
Kindergarten
Boys Schools:
Adult Education

__

_

___

—,

,

_

57

8301

7803

8702

9900

10833

11762

12227

12491

13787

15380

Intermediate

785

1173

1139

1441

2024

2462

2674

2493

2957

• 3714

New Intermediate

-

-

-

-

-

40

59

66

74

78

Secondary

129

129

176

215

286

430

494

627

801

938

31

33

-

-

-

-

-

-

-

-

T.T.I. (New) Primary (-1)

464

477

449

204

157

184

255

288

444

483

Secondary Industrial

312

322

234

308

323

244

261

221

245

206

16

4

Elementary

Institute of Theology

Intermediate
(Commercial)

t

63

54

55

34

26

220

Table 17 [continued]
Educational Level
Secondary (Commercial)

63/64

64/65

65/66

66/67

67/68

68/69

69/70

70/71

-

-

-

-

-

-

-

-

Intermediate
(Agricultural)

57

60

49

26

14

12

10

3

71/72

72/73

12

22

-

-

Technical Education

-

-

4

11

13

13

23

25

28

21

Physical Education

-

-

6

6

9

20

16

16

23

21

Complementary
Education

-

-

70

68

67

65

64

66

64

Special Institutes

-

62

84

100

121

163

198

223

250

299

367

Religious Institutes

159

210

221

263

293

362

404

421

488

492

University of Riyadh

106

113

130

183

211

193

313

368

515

524

King Abdul Azizz
University

-

-

-

-

-

-

-

-

176

224

-

-

Colleges (M/Education)

43

Islamic University

-

College of Petroleum
& Minerals

-

College of Islamic
Law & Language

74
-

27

81
-

124
-

63
-

63
-

67

70

30

33

29

32

12

29

35

36

44

59

65

132

171

27

38

35

48

55

59

75

88

123
ru
rvi

Table 17 Ccorrtinued]
Educational Level

63/64

64/65

66/67

67/68

68/69

69/70

70/71

71/72

72/73

3

6

8

8

9

6

7

11423

13010

14518

16217

17291

17626

20214

22969

65/66

High Institute for
Islamic Law
Total:

10539

10571

Girls Schools:
Elementary

-

-

-

-

-

-

3951

4377

5222

6209

Intermediate

-

-

-

-

-

-

198

404

647

1034

1166

1534

2023

2419

3387

3917

15

23

85

152

258

372

327

268

6

22

38

87

16

26

36

37

23

7

17

29

40

Secondary
T.T.I. (Intermediate)

-

-

-

-

-

-

T.T.I (Secondary)

-

-

-

-

-

-

Nursing Institutes

-

-

-

-

-

-

T.T.I (Technical)

-

-

-

-

-

-

Girls Training College

-

-

-

-

-

-

-

3387

3917

4461

5268

6397

7833

23

143

160

163

Total:

1166

1534

2023

2419

33

Private Institutes:
Kindergarten

-

-

-

-

-

-

Elementary

-

-

-

-

-

-

-

-

666

541

Intermediate

594

634

860

879

995

1227

1161

1159

317

120 •

22S
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Table 17
Educational Level

67/68

68/69

-

-

-

-

-

-

-

-

-

-

-

-

594

643

860

12299

12748

14306

65/66

63/64

64/65

Secondary

-

-

-

Others

-

-

King Abdul Aziz
University

-

Total:

Grand Total:

Source:

Ccontinued]
66/67

63/7.0.

71/72

72/73

-

170

81

-

97

25

70/71

-

11

30

38

59

879

1006

1257

1223

1361

1410

930

16308

18911

21391

22975

24255

28021

31732

-

Saudi Arabia's Statistical Yearbook of 1973.
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Table 18
ANNUAL GROWTH OF GOVERNMENT APPROPRIATIONS FOR EDUCATION

1963/64-1972/73

63/64

64/65

65/66

66/67

67/68

68/69

69/70

70/71

71/72

72/73

227.5

253.0

286.5

316.9

316.2

355.4

360.2

408.3

621.4

810.2

14.4

15.6

18.4

22.5

29.7

41.5

42.8

50.9

62.9

80.9

Engineering College

1.8

2.4

3.2

4.0

-

Petroleum College

-

5.0

6.8

8.3

9.2

12.8

19.2

20.2

20.7

26.4

32.4

45.6

51.6

57.7

79.3

88.6

110.2

210.3

262.0

Ministry of Education
Riyadh University

Girls Schools

25.2

-

-

-

-

-

Girls Training College

-

-

-

-

-

-

-

-

-

6.1

Capial Model Institute
Av
/
Thaghr School

-

-

•

-

1.1

1.7

1.7

1.7

2.0

2.3

1.6

1.7

1.7

2.2

2.0

2.3

2.3

2.3

3.8

4.2

King Abdel Azizz Univ.

-

-

-

-

-

-

-

-

23.5

31.4

Religious Inst. & Colleges 15.2

19.3

22.2

25.6

25.8

37.1

37.2

38.6

49.4

57.2

4.2

4.9

5.5

5.3

5.6

7.2

7.6

7.8

10.3

12.4

-

-

-

-

-

-

-

-

-

334.3

389.9

436.4

447.3

537.3

559.6

640.0

Islamic University
Dar al Hadeeth

Total:

.2

290.1

1004.3

1293.1

224

T a bl e 18 [continued]

Educational Projects

Grand .Total:

Source:

63/64

64/65

65/66

66/67

67/68

68/69

68/70

70/71

71/72

72/73

60.8

74.0

124.4

113.4

76.6

60.1

42.2

24.9

145.6

298.4

350.9

408.3

514.3

549.8

523.9

597.4

601.8

664.9

1149.9

1591.5

The Saudi Arabian Statistical Yearbook of 1973.
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1973.

Its budget appropriations have also improved

steadily from 14.4 million [Saudi Riyal]
80.9 million S.R.

in 1963 to

in 1973 to 774.7 million S.R.

in

1975-76.13
The Following tables,
distribution of teachers,

19 through 26

, show "the

students, and graduates

between the eight faculties of the University during
a ten year period,

1963-73.

The second major university is King Abdel Azizz
University located in the Western part of the country
Cin Jeddah].

This school has six major faculties.

1.

Faculty of Arts

2.

Faculty of Economic and Administration

3.

Faculty of Sciences

4.

Faculty of Islamic Law and Theology

5.

Teachers Training College

6.

Faculty of Medicine

This University was established as late as 1965
but has grown steadily.

See Table

27 which demonstrates

the growth of this university over seven year period
1967-73.
Thirdly,

the University of Petroleum and Minerals

is located in the Eastern part of the country where the

13

Saudi A r a b i a ’s Annual Budget of 1395-96 [1975-76].

Table 19
RIYADH UNIVERSITY
TEACHERS, STUDENTS AND GRADUATES
1963/64-1972/73

FACULTY OF LIBRAL ARTS

Saudi

Teachers
NonSaudi

Total

Males

S tudents
Females

Total

5

27

32

367

37

404

51

5

27

34

400

58

458

50

4

30

34

481

90

571

76

15

34

49

493

95

588

58

10

34

44

540

122

662

55

10

35

45

629

148

777

75

25

35

60

648

182

830

115

25

4-4

69

896

222

1118

120

33

70

103

755

216

971

143

38

64

204

825

6

11

17

474

11

485

116

5

13

18

488

22

510

48

4

11

15

508

28

536

46

4

11

15

434

19

453

46

3

15

18

509

14

523

51

4

11

15

599

30

629

51

13

15

28

765

37

802

62

102
621
Table 20
FACULTY OF COMMERCE
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Table 2D [continued]
Year

Teachers
Saudi "'NonSaudi

Students
Females

•*

Total

Males

Total

Graduates

1970/71

19

15

34

780

37

817

79

1971/72

33

17

50

691

39

730

111

1972/73

20

23

43

762

69

831

Note:

Up tcfl.973 female students were allowed to enroll only in these
two faculties.

Source:

The Saudi Arabia's Statistical Yearbook of 1973.

Table 21
FACULTY OF SCIENCES
Year
Saudi

Teachers
NonSaudi

Total

Students
~ -------

Graduates

1963/64

10

32

42

157

14

1964/65

7

39

46

196

24

1965/66

12

41

53

156

20

1966/67

31

58

89

199

20

1967/68

19

45

64

271

27

1968/69

9

31

40

275

30

1969/70

23

47

70

405

27

1970/71

33

57

90

613

60

1971/72

44

61

105

707

73

1972/73

40

68

108

767

-

Tabl e 22
COLLEGE OF PHARMACY
1963/64

5

10

15

34

12

Table 22 [continued]
Year
Saudi

.Teachers
"NonSaudi

/
>Students

Graduates

Total

1964/65

3

12

15

30

11

1965/66

5

11

16

28

7

1966/67

3

12

15

34

11

1967/68

6

14

20

35

1968/69

1

12

13

89

4

1969/70

6

19

25

165

10

1970/71

7

19

26

107

15

1971/72

12

21

33

168

18

1972/73

11

18

29

204

Note:

No female students in all science college

Tabl e 23
FACULTY OF AGRICULTURE
1963/64

-

-

-

-

1964/65

-

-

-

-

1965/66

5

7

12

58

1966/67

5

10

15

78

1967/68

1

19

20

78

1968/69

2

15

17

95

18

1969/70

11

22

33

102

22

1970/71

17

23

40

161

16

1971/72

13

24

37

200

14

1972/73

11

49

60

258

230

Table 24
FACULTY OF ENGINEERING
Year
Saudi

Teachers
NonSaudi

Students

Gradua

Total

1963/64

-

-

16

84

-

1964/65

-

-

35

125

-

1965/66

4

24

28

152

-

1966/67

23

25

48

235

16

1967/68

4

41

45

261

28

1968/69-

3

50

53

294

26

1969/70

17

43

60

397

25

1970/71

13

47

60

410

34

1971/72

18

75

93

425

36

1972/73

18

66

84

590

—

Table 25
TEACHERS TRAINING COLLEGE
1967/68

4

7

11

25

-

1968/69

1

9

10

43

-

1969/70

9

23

32

163

5

1970/71

12

25

37

312

25

1971/72

20

58

78

481

44

1972/73

25

48

73

756

—

Table 26
COLLEGE OF MEDICINE
1969/70

1

4

5

35

1970/71

1

11

12

69

1971/72

5

11

16

100

-

1972/73

10

15

25

138

-

Source:

-

The Saudi Arabia's Statistical Yearbook of 1973
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oil industry operates.

14

It was established in 1964.

The enrollment of students grew From 67 students in
1964 to 894 students in 1973 CSee Table
The University

28 3.

includes 3 Faculties:

1.

Faculty

oF Petroleum Engineering

2.

Faculty

oF Sciences

3.

Faculty

oF Engineering

The Fourth university is the Islamic University
located in the holy city oF Al-Maddinah.

It oFFers

religious courses in A_1 Sharia [Islamic Law] and the
various Islamic studies.

Most oF its students come

From other Moslem countries [See Table

29 3.

university is Mohammed Ibin Saud University.
new school established in 1974 in Riyadh.
concentrates on Arabic language,

The FiFth
It is a

It also

Arabic history, and

religious and Islamic studies.
All these are public universities supported by
government Funds and administered by public personnel.
There is no private university in Saudi Arabia.

The

University oF King Abdel Azizz was private during the
1960s.

But it was annexed into the public system in

1971 aFter it ran into severe Financial diFFiculties.

The oFFicial name oF this university used to be
College oF Petroleum.
In 1975 a Royal Decree changed
its title to the University oF Petroleum and Minerals.
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Table 27
THE GROWTH OF TEACHERS, STUDENTS, AND GRADUATES
AT KING ABDEL AZIZZ UNIVERSITY

OVER SIX YEAR PERIOD
1967-1973
Year

Teachers
Males Females Total

Students
Males Females Total

Graudates
Males Females Tota]

1967/68

11

-

11

53

23

76

-

-

-

1968/69

30

-

30

101

47

148

-

-

-

1969/70

24

14

38

167

98

265

-

-

-

1970/71

35

24

59

321

170

491

107

9

116

1971/72

140

36

176

1468

508

1976

158

20

178

1972/73

170

54

224

1739

741

2480

_

Source:

King Abdel Azirrz University Manuel,

1973.

«_
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Table 28
THE GROWTH OF TEACHERS AND STUDENTS
AT THE UNIVERSITY OF PETROLEUM AND MINERALS
1964-1973
Year

Students,
Saudi

Teachfers
NonSaudi

Total

1964/65

67

1

11

12

1965/66

103

2

27

29

1966/67

142

4

31

35

.1.967/68

153

-

36

36

.1968/69

279

-

44

44

1969/70

450

6

53

59

1970/71

506

2

63

65

1971/72

723

41

91

132

1972/73

894

70

101

171

Source:

Saudi Arabia's Statistical Yearbook of 1973.
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Table 29
THE GROWTH OF STUDENTS, TEACHERS AND GRADUATES
AT THE ISLAMIC UNIVERSITY IN AL- MADDINAH
1964-1973
Gradus

College

1964/65

Islamic Law

277

-

-

12

-

1965/66

Islamic Law

350

-

-

15

-

1966/67

Islamic Law

393

-

-

18

-

57

-

-

-

-

Islamic Law

433

-

-

24

90

Islamic Preaching

109

-

-

-

-

Islamic Law

381

10

16

26

108

Islamic Preaching

195

-

-

-

-

Islamic Law

345

7

11

18

97

Islamic Preaching

246

1

11

12

37

Islamic Law

318

8

10

18

86

Islamic Preaching

233

1

14

15

49

Islamic Law

326

7

10

17

70

Islamic Preaching

242

2

10

12

53

Islamic Law

419

9

10

19

-

Islamic Preaching

249

1

12

13

-

Islamic Preaching
1967/68

1968/69

1969/70

1970/71

1971/72

1972/73

Source:

Students

Teachers
Saudi NonSaudi Total

Year

Saudi Arabia's Statistical Yearbook of 1973.
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However, a close examination of the education
system reveals certain weaknesses.

First,

inspite of

the large number of schools and colleges as listed
above the total enrollment of students is very low.
The 1973 Statistical Yearbook of the country reveals
that the number of students in higher education totaled
11,025, 4012 out oF which are persuing religious
studies and are not well prepared For the civil
service which badly needs proFessional administrators,
and technical personnel.

Moreover, a large proportion

oF the remaining 7013 students are non-Saudi who are
among the 2.5 million Foreigners and job-seekers in
the country.
Many oF the teachers who are imported From other
Arab countries on a contractual basis to teach in these
universities Find their classrooms contain very Few
students.
a week.

Some oF them teach no more than three hours
An Iraqi proFessor and an Egyptian one at King

Abdel Azizz University have told this author that they
consider themselves in a long vacation by working For
the university due to the lack oF students.
However, one should mention here that many oF the
Saudi students who complete high school

in the country

are sent abroad to pursue their higher education
either by the government or by their own Families.
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This is one of the reasons that the enrollment in the
national colleges is very low.

It also points to the

gap which exists in the educational policies which
lack even a minimum level of coordination in establish
ing and administering these schools.
At the end of each academic year each ministry
advertizes For its needs of high school graduates to
be sent abroad For higher learning.

There is a severe

competition between ministries and governmental
agencies over the limited number oF high school
graduates.

They recruit young high school graduates

and grant them scholarships to study abroad,
particularly in the United States.

This has caused

low attendance oF national colleges and universities
which get their students mainly From these high schools.
[The number oF high school graduates grew From 2437 in
1970 to 2939 in 1972.]
According to a high Saudi oFFicial at the Cultural
A t t a c h e ’s OFFice in Houston,

Texas, the number oF Saudi

students in the United States alone is close to 3500
students distributed between colleges and universities.
Another shortcoming oF the educational system oF
Saudi Arabia is that its programs are not geared to
the civil service needs.

The too many and too late

educational and training developments have produced

I
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only a handful of administrators, engineers,

technicians,

economists and a large number of clerks and secretarial
personnel.

This situation has resulted in a public

service that is overstaffed at lower levels,
understaffed at top and semi-top levels.

and

Furthermore,

the heavy emphasis of the educational system on
religious,

humanistic and social studies has resulted

in a severe shortage of the technical,

vocational and

professional personnel whose talent is badly needed
in the public service.
Education in Saudi Arabia is free at all levels.
Since 1950 all religious institutes and colleges not
only provide free education but also pay each student
a monthly allowance from the date he enrolls to the
time of his graduation.

This has resulted in a civil

service which is over staffed with religiously trained
personnel.
Lately,

however,

educational policy.

the government has modified this
All colleges pay their students

monthly allowance of 450 S.R.

C$128] for each student.

Unfortunately this modification does not encourage
students to attend professional and vocational programs
since they get the same allowance in a humanistic or
religious program and since the.courses are easier and
the graduation is faster from a humanistic college.
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Thus it seems that the critical shortages of
trained personnel in certain Fields which are essential
Far the development oF the country will persist For
many years to come.

Saudi Arabia needs to undertake

drastic measures to shiFt its educational policies
toward proFessional, vocational,

technical programs.

The continuous dependence on Foreign manpower cannot
last Forever neither can the vast revenues From oil
to pay For their services.
Moreover,

the educational policies and programs

need strong and continuous
competition over teachers,

aordination.
students,

The present

programs, and

graduates among the various independent educational
authorities hinders an increase in the quality oF
education in the country.

It provides the public

service with many poorly trained personnel and in
the long run will lower the capabilities oF the public
service to play its role in social and economic
development.

Training
.Up to this paint we have discussed the pre-entry
training or the general education and preparation which
a candidate receives beFore entering government service.
In this section we will examine the in-service training
oF the Saudi civil servants or as it is sometimes called,
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post-entry training.

IS

The section discusses the role

of the various government training centers and analyses
critically their Functions and activities.

The Institute of Public Administration [IPA]
The IPA of Saudi Arabia is the only centralized
training center in the country which was designed to
conduct broad training programs for all civil servants
at all levels.

It was established on April 10, 1961

by a Royal Decree No. 93.

The Decree states the

objectives of the IPA as follows:
1.

16

To provide academic and practical training
programs for government employees,

private

sector employees and officials from other
Arab states.
2.

To offer administrative advice for improving
the organization and the structures of
government agencies and ministries.

3.

To carry out and stimulate research in the
various administrative fields.

Felix Nigro, Public Personnel Administration.
[New York:
Henry Holt and Co., 1959].
p. 226.
Royal Decree No. 93 issued by the government
of Saudi Arabia on April ID, 1961.

4.

To publish and distribute administrative
studies,

reports,

conferences and other

ma terials.
5.

To act as a documentary center for government
papers and official reports and documents.

6.

To strengthen cultural ties with the inter
national community in the field of public
administration.

The first training program was conducted by the
IPA on August 2, 1962 or nearly 16 months after its
creation.^

At the beginning the IPA concentrated on

the first objective,

i.e.,

to improve the work perform

ance of government employees.

The IPA made this

objective its major task for nearly six years following
'.ts creation.

This was forced on the IPA because of

the sadly low quality and low productivity of the
government’s employees.
At the same time the IPA had to reckon with several
major difficulties which critically hinder its capability
to function properly.

First the shortage of public

administration specialists was a major obstacle facing
the IPA.

In order to perform its tasks adequately,

the IPA needed experts who could diagnose the weaknesses

17Mohammed Al-Tawail,

I b i d . , p. 99.

I
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in the public service,

plan efficient training programs

to satisfy these needs and finally direct the execution
of these plans by properly qualified teachers.

In a

country like Saudi Arabia such a task was nearly
impossible due to the lack of experts in public
administration.

Secondly,

the shortage of teaching

materials such as textbooks,

reports and case studies

was another obstacle facing the IPA at that time.
Teachers had to construct full studies about their
subject matter and to distribute copies of them for
all students for memorization.
available to the students.

There were no libraries

His understanding was

limited to the study or report constructed by his
teacher.

Such measures certainly have lowered the

adequacy of the training programs at that time.
Thirdly,

the lack of performance evaluation of

government employees created difficulties in defining
the actual training needed to improve their efficiency.
The system lacked periodical performance reports which
are essential to guide the planners of programs to meet
the specific needs of each employee.
Finally, the generally unfavorable attitude of
government employees toward training made the IPA
unpopular.

Employees resisted the idea of training

for two reasons.

First they believed that only a weak
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or a Failing employee needs training and since many of
them consider themselves to be efficient and successful
employees they resisted the whole concept of training.
The second factor contributing to this attitude was the
fact that training involves extra efforts and extra
work which most employees were not willing to perform.
Attending classes,

writing papers and reports,

and

participating in discussions seemed to be major tasks
that would take him away from his easy daily routine.
Hence,

he was not willing to make the sacrifice.

In fact, this was the major and most serious
obstacle facing the IPA.

To cope with it, the IPA

submitted a recommendation to the Council of Ministers
consisting of a training policy which made the training
process a legal part of the job duties of a government
employee.

The recommendations also have included means

of stimulating and encouraging training among public
employees.
The recommendations were approved by Royal Decree
No. 274.

For those who participate in training programs

the law entitles them to an additional monthly salary
for each month of training at the IPA.

Successful

completion of a training course also qualifies an
employee for promotion and higher responsibility.
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Furthermore, the 1964 training law also has
centralized all administrative,
training programs in the IPA.

10

clerical and Financial
Before that time each

ministry or government agency was allowed to conduct
local training programs For its personnel.

This law

allowed only professional and specialized agencies to
undertake local training and only For occupations
requiring certain technical or specialized skills.
Such measures have indeed stimulated,

gradually,

public employees to participate in training programs.
Table 30 shows the types of in-service training programs
which the IPA conducted during its First ten years and
the growth of the number of trainees in each program
throughout the ten year period [1963-1973].

Preparation Programs
Recently the IPA has extended its activities to
pre-service training programs.

In order to Fill an

important gap in the civil service,

the officials at

the IPA designed several educational programs For
certain newly recruited government employees to provide
them with the necessary skills For their occupations.
At the present time there are six pre-service
programs:
18
1964].

[1] Legal studies,

[2] Financial studies,

Royal Decree No. 274 dated 14-5-84 [September 20,

(

TABLE

3 0

TYPES OF IN-SERVICE TRAINING PROGRAMS AND THE GROWTH OF TRAINEES
OVER 10 YEAR PERIOD 1963/64-1972/73

at the Institute of Public Administration
Program

Year:

1963/64

64/65

65/66

66/67

67/68

68/69

69/70

70/71

71/72

72/7:

Administration:
Public Administration

-

-

-

-

-

21

10

12

13

13

117

60

73

70

88

-

-

-

-

-

f

Middle Management

85

80

169

65

51
12

Administration in the K in g d o m

-

-

-

-

Organization and Methods

-

-

-

-

-

10

-

-

-

-

Personnel Administation

-

-

-

-

-

-

29

20

16

22

Administrative Supervision

-

-

-

-

-

-

-

-

-

—

—

—

—

36

48

-

164

249

134

57

108

81

66

68

115

19

22

16

23

18

25

38

25

36

20

22

School Administration

—

' 46

Financial Affairs:
Introduction to Finance

117

Intermediate level Finance

-

-

-

Stores Administration

_

—

_
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Table 30 [continued]
Program

Year:

1963/64

64/65

65/66

66/67

67/68

68/69

69/70

-

-

-

25

25

70/71

71/72

72/73

Secretarial and Office Service:
Advanced Secretary

-

20

18

24

Office Operations

114

257

202

155

53

148

105

98

120

105

Arabic Typing

19

210

135

78

17

70

60

39

72

34

Advanced Typing

-

-

-

Secretarial and English. Typing

-

14

12

Personnel Office Operations

-

-

1

2

-

-

-

-

-

-

-

10

-

-

15

-

-

-

21

48

22

26

54

Statistics:
Elementary Statistics

-

28

28

-

-

Intermediate Statistics

-

Planning and Development

-

-

Library Program

-

-

Total:

335

29
25

-

-

-

759

Source: Mohammed H. Omer, The IPA in Ten Years:
Saudi Arabia, 1974.

-

795

32
3

-

26
20

6
2

563

1962/63-72/73.

8

295

25

18

24

21

14

-

-

609

-

9

. 525

487

24

-

-

541

561
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[3] Customs studies,

[4] Preliminary Arabic typing,

[5] Administrative studies and C6 ] Statistical studies.
With the exception of the typing program, each of the
other Five programs last For a two year period.

A

successful completion of the program entitles a
candidate For a diploma which qualifies him For a
higher grade.
only.

The typing program lasts For 24 weeks

The total student enrollment in the pre-service

programs is 275 students.

They are distributed on the

various programs as Fallows in Table 31.

English Language Center
In addition the IPA established an English Language
Center in 1965 to teach English to public employees,
particularly top and middle management officials.
program is divided into three levels:
[2] intermediate and C33 advanced.

The

[1] preparatory,

It was designed to

accomodate employees with different levels of education.
Table 32

shows the number of graduates from each

program during the first eight years 1965-1972.
As mentioned earlier,

educational attainment is

very low among the government employees.

This is

another problem the IPA faced and it still is struggling
to accommodate employees with a very low quality of
education.

This fact affected and still is affecting

the quality of the I P A ’s training programs.

A study
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Table 31
Types of pre-service training programs and the
enrollment of students in each program at the
Institute of Public Administration

Name
of
Program

Legal Studies

42

Financial Studies

50

Customs Studies

43

Arabic Typing

50

Administrative Studies

50

Statistical Studies

30

Total

Source:

Number
of
Students

275

See [A] The Saudi Arabia Statistical Yearbook of
of 1 973. p. 64.
CB] Al-Tawail, Ibi d ., [Appendix IV pp. 8-9].
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released by the IPA in 1968 indicated that 80 percent
of those attended training programs between 1862 to
1968 held less than a high school education.
Table 33

19

shows the distribution of trainees according

to educational levels throughout that period.
This situation has not improved and still is
hindering the ability of the IPA to provide high
quality training.

A recent thesis about the IPA has

stated that during the 1973/74 training programs,

the

records showed that 77% of all employees who participated
in these programs held either primary or intermediate
education degrees . ^
On the other hand,

the IPA faced severe shortages

in both the administration and the faculty.

The

seriousness of the problem was recognized by a Ford
Foundation report which pointed out that:
"The basic problem of the present admin
istration in Saudi Arabia is the lack of
trained and qualified employees on all levels.
This is a result of the lack of specialists
in administration who can introduce modern
administrative techniques and methods and give
needed training to the government employees."21
19

Ziad Bakeet and Robert Drake, Trainee Character
istics and Academic Q u a n t i f i c a t i o n s , Internal Report,
IPA, 1968.
pp. 23-24.
20
21

Al-Tawail,

Ibid. , p. 331.

Ford Foundation, The Aspects Which Affect the
Administrative Reorganization in Saudi Ar a b i a . CRiyadh,
Saudi Arabia, Ford Foundation Team, 1963]. p. 2 .

TABLE 32
GRADUATES OF THE ENGLISH LANGUAGE TRAINING PROGRAM

at the Institute of Public Administration over eight year period
1965/66-1972/73

Level

1965/66

66/67

67/68

68/69

69/70

70/71

71/72

72/73

Preparatory

191

95

145

106

81

34

48

69

Intermediate

213

154

222

229

152

45

47

54

19

98

83

78

83

36

32

43

423

347

450

413

316

115

127

166

Advanced

Total:

Source: Mohammed Hassan Omer:
Saudi Arabia, pp. 3-5.

IPA in Ten Years, 62/63-^2-7 3:

Statistical Study, IPA, Riyadh,
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Table 33
Percentage of the I P A ’s trainees according to their
academic certificates 1962 to 1368

Level of Education

1.

Primary

48%

2.

Intermediate

32%

3.

Secondary

14%

4.

College

4%

5.

Others

2%
Total

Source:

Percentage

100%

Ziad Bakeet and Robert Drake, Trainee Character
istics and Academic Qualifications, Internal
Report, IPA, 1968.
pp. 23-24.
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Table 34
Academic qualifications of the local professional and
top administrative staff of the IPA at the
end of 1967/68 fiscal year

Academic
Qualifications

M a s t e r ’s Degree

Number

[Public Administration]

B a c h e l o r ’s Degree

17
Total

Source:

2

Adapted from Mohammed Al-Tawail,

19

I b i d ., p. 102.
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Table 34 demonstrates the academic qualifications
of the local professional and top administrative staff
at the IPA at the end of the fiscal year 1967-68 while
Table 35 shows the academic qualifications of the nonSaudi experts during the same period.
The IPA had to fill this gap by hiring part-time
faculty members consisting of university professors
and high government officials.

The number of the

part-timers at the end of 1967-68 fiscal year was
twelve.

Five of whom held a master degree and the

other seven held only a b a c helor’s degree.

22

By the end of 1974 this situation had improved
considerably.

Many of the Saudis sent by the IPA abroad

to complete their studies had returned to participate
in the teaching and administrative staffs after
finishing their studies.

The IPA also had recruited

a number of Arab experts in public administration and
law.

The number of Saudi staff in teaching and top

administration had risen to 46 persons,

23

twenty one of

which hold the m a s t e r ’s degree while the rest hold
b a c h e l o r ’s degrees.

The number of the non-Saudi

professionals as of the end of 1974 was 33.

22A1 Tawail,

Ibi d . , p. 103.

2 2 Ibid., p. 121.

Twelve of
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Table 35
Academic qualifications of Arab experts at IPA
at the end of 19B7/B8 fiscal year

Academic
Qualifications

MPA

3

MBA

1

Master in Economics

1

Master in Social Work

1

Bachelor in Library

1

High Secretariate Diploma

1

Total

Source:

Number

Adapted from Al-Tawail,

8

Ibid., p. 103.

I
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whom hold either the Ph.D.

or a m a s t e r ’s degree while

the other 17 persons hold b a c h e l o r ’s degrees.

24

Finally as in the case with all government
ministries and agencies the I P A ’s annual budget has
grown steadily since its creation.

During its First

Fiscal year 1961-1962 its apprcpriation was only S.R.
1.3 million.

The last budget appropriation, however,

[1975-76] was S.R. 35.9 million which demonstrates
the steady growth oF the IPA in playing its crucial
role in developing employee eFFiciency and perFormance
in both the public and private sectors.

25

Table 36

shows the growth oF the annual appropriation over
eleven years,

1961/62 to 1971/72.

Decentralized In-Service Training
In addition to the I P A ’s administrative,
and Financial training programs,

clerical

each ministry or

government agency conducts its own in-service training
activities.

The Ministry oF Health,

For instance, has

an Institute oF Health Service which developes and
improves the perFormance oF all health proFessianals
oF that Ministry.

The Ministry oF Post and Tele

communications has a similar institute to develop the
24
25

Ibid., p. 122.

The State Annual Budget oF 1975-76.
Newspaper, Saudi Arabia, July 10, 1975.

D k a z , Daily
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TABLE 35
THE GROWTH OF THE IPA'S ANNUAL BUDGET
Over Eleven Years, 1961/62-1971/72
./

(In Million Saudi Riyal)
Fiscal Year

Amount of Appropriations

1961-62

S.R. 1.3

1962-63

1.5

1963-64

1.5

1964-65

2.0

1965-66

3.4

1966-67

5.0

1967-68

4.4

1968-69

4.8

1969-70

4.0

1970-71

4.6

1971-72

7.0

Source: Mohammed Hassan Omer, IPA in Ten Years:
Riyadh, IPA, 1974. p. 67.

A Statistical Study.
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postal capabilities of its employees.

The Ministry of

Petroleum and Mineral Resources has an efficient and
well organized geological training center which not
only improves the performance of the M i n istry’s
personnel but also awards an advanced degrees in
geology.
Furthermore,

most public corporations in the

country have local training centers in their respective
fields.

The Saudi Arabian Air Lines,

and operated by the government,

which is owned

has several technical

and administrative training centers far its employees.
All universities conduct local training programs for
their administrative and professional staffs.
Conferences and seminars are common practices not only
in the universities but also in all ministries,
agencies and public corporations.
Moreover,

the law allows each ministry and govern

ment agency to send its employees for training to
foreign countries.

This system has been widely used

by all ministries,

particularly in the last 5 years.

Thousands of civil servants are getting training abroad
in different countries for different periods of time
ranging from 3 months to two years.

The Ministry of

Education,

for instance, has at least one thousand

employees,

teachers and administrators alike,

who are

getting training at the present time in the United States.

Conclusion
This chapter has dealt with training and manpower
development in Saudi Arabia.

The discussion demonstrates

that educational and training Facilities have not kept
up with the developing needs oF the country.

Several

Factors were identiFied as the causes oF this major
shortcoming.

In summary,

[2] Financial,

they are:

Cl] cultural,

[3] lack oF organization, [4] shortage

oF experts and proFessionals, C5] lack oF coordination
in establishing educational policies,

[6] heavy emphasis

on human and religious studies rather than proFessional
and technical education which is the keystone For
social and economic development,

[7] lack oF eFFicient

planning oF both pre-service and in-service training
programs,

[8] the heavy emphasis on the quantities oF

schools and programs rather than the quality oF
education,

[9] the low educational attainments oF

government employees which aFFected the quality cF the
IP A ’s training programs,

[10] the unreliable methods oF

diagnosing the training needs oF government employees,
[11] the shortage oF teaching materials such as text
books, reports,

case studies, and Finally,

[12] the

lack oF Follow up on the trainees to insure that they
have applied what they learn to their day to day
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The growing expansion of government activities
in recent years has Further complicated the situation.
The needs For adequately trained personnel, particularly
technicians,

proFessionals,

and skilled persons are

growing daily but the educational system is unable
to cope with the new challenge.
A drastic change in the educational system is
needed to improve its capabilities and productivities,
and to

enable it to respond to societal development.

Such measures could
1.

be summarized as Follows:

The establishment oF a high administrative
unit to coordinate the policies and
educational programs oF all diFFerent
educational authorities.

The unit should

eliminate the excessive overlapping which
currently exists in the system.
2.

A heavy emphasis should be placed on the
quality

oF education.

methods

oF learning should' be introduced

all educational
3.

Modern Facilities and
in

institutes at all levels.

Priorities should be-given to proFessional,
technical and vocational learning rather than
the present emphasis on human,
social studies.

religious and
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4.

Public employees should be stimulated and
encouraged to complete their education through
evening schools and through special educational
programs by the Five universities.

5.

Short-run technical and vocational programs
would provide the government with badly
needed skilled and semi-skilled personnel.

B.

All Five universities should establish eFFicient
programs in public administration as pre
service training For government managers and
administrators.

7.

The IPA,

which has devoted most oF its programs

so Far to in-service training,

should utilize

its broad experiences in expanding its prepa
ration programs For the lower and the middle
level employees oF the public service.

The

IPA could recruit those intermediate graduates
and provide them with administrative,

clerical,

and Financial education to prepare them For
executive positions in the lower and middle
levels oF government service.
Furthermore,

the public service,

should be given

priority in recruiting and maintaining adequately
qualiFied personnel.

Since the civil service is

entrusted with the highest responsibilities For
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development and modernization it should have an adequate
number of skilled men and women who constitute the
backbone oF the developmental process.

The government

should establish policies which obligate every university
graduate to serve the government For certain number oF
years beFore joining the private sector.
time,

At the same

the government should allow its employees to

engage in private business on a part-time basis.

The

current shortage oF skilled manpower requires the
citizens to maintain adequate productivity oF both the
private and the public sectors.
Such measures in my judgement would improve the
capabilities oF the educational and manpower develop
ment systems.

In the short-run both the public sector

and the private sector would be able to partly satisFy
their needs For properly trained and qualiFied
personnel.

Over the years,

however,

they would

satisFy their Full demands For manpower as the pr o 
ductivity oF the educational system improves in both
quality and quantity.

CHAPTER IX

CONCLUSION

This final chapter is designed to present a
recapitulation of the proceeding discussion and my
conclusions.

It will summarize the Findings of the

research and suggest certain recommendations for
improvement.
As stated in Chapter I the major goal of this
research is an objective and critical evaluation of
the civil service in Saudi Arabia.

The Chapter sites

four specific and interrelated objectives of this
study.

First to trace the Saudi Arabian personnel

system to its original Western model and to prove
that is an imitative system rather than an indigenous
one which has caused many shortcomings.

It has been

shewn that it was not constructed to meet the cultural
and historical heritage of the Saudi society,

neither

was it modified appropriately to local and environmental
conditions.
Both Chapter IV and Chapter V have dealt with
this problem.

They proved that the basic pattern of

the Saudi personnel system was originated in Al-Hijaz
and was constructed under the influence of the British
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and the Egyptians as well as local people who had long
contact with Western culture.

Chapter V emphasizes

the role of the Ford Foundation mission which Further
strenthened Western structure and practice in the
Saudi Arabian personnel system by engineering the
1971 civil service law.
The second objective of the dissertation stated
in the introduction is to provide critical analysis
of the various Functions oF the present personnel
system.

Six major hypotheses were introduced to

identiFy and explain the shortcomings in the present
personnel system.
The First hypothesis deals with the negative eFFect
oF

the present economic boom on the civil service.

Chapters V, VI and VII reveal that the economic boom
has created severe competition between the public
sector and the private sector in the country.

The

private sector is increasingly becoming more attractive
to well qualiFied and adequately trained personnel.
The stability oF the government salaries and the low
prestige oF the civil service jobs were given as major
causes
to

For the shiFt oF manpower From the public sector

the private sector.

The inFluence oF Western

companies who have been operating in the country For
decades have contributed to this attitude and to the
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growing respect For business activity and individual
achievement and success in this Field.

This attitude

has Found great response From Western educated Saudi
Arabians who preFer to join a private Firm or start
their own Firms rather than join the public service.
Thus the growing isolation oF the civil service
is attributed

to these Factors.

The problem is

Further complicated by the growing activities oF the
government and the serious need For proFessional
personnel and skilled manpower to carry out government
programs.
In this regard we suggested a drastic measures
to maintain an adequate supply oF manpower For the
public service to enable it to cope with the challenges
oF development.

First, the government should obligate

each newly university graduate to serve the government
For a certain number oF years aFter which he would be
allowed to join the private sector iF he wishes.

Second

due to the serious shortage oF skilled manpower and
since the government is entrusted with social and
economic development and with its nearly unique
situation in having undertaken the tremendous scope
oF activities mentioned earlier and due to the Fact
that many civil servants are desserting the government
to the private sector,

the government should introduce

?■=>4
strong restrictions on resignations From public jobs.
Resignation of employees in the sixth grade level and
above should be approved by the Council of Ministers
if an erployee presents a convincing reason For leaving
the government.

On the other hand, resignations oF

employees occupying the FiFth grade level and below
should be approved by a certain committee in each
ministry or government agency to be established For
this purpose.
Third, the government should modiFy its policy
with regard to the status oF employees by allowing
an employee to work part time with a private sector
Firm iF he wishes to do so.
additional

income,

This will give him

more experience and will partially

satisFy the need oF the private sector in manpower.
Fourth,
salaries,

the government should increase its

wages and the various compensations to match

that oF the private sector.
FiFth, the government should improve the work
conditions and the Fringe beneFits oF all classiFied
and unclassiFied government employees to attract well
qualiFied people to the service.
The second hypotheses,

as stated earlier,

is con

cerned with the inadequacy and the ineFFectiveness oF
the sophisticated Western models oF administration in
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■the Saudi Arabian society or For that purpose in any
developing society.
The proceeding discussion reveals that the 1971
Civil Service Regulations which were engineered by
Western experts From the Ford Foundation have not
solved the personnel problems oF the Saudi Arabian
Civil Service overnight.

Chapters VI, VII and VIII

proved that the personnel administration still suFFers
From major shortcomings which seriously threaten its
capacity to cope appropriately with the challenges oF
modernization and development.

Chapter VI identiFied

the deFeciencies in the position classiFication system
and the compensation plan.

Chapter VII revealed the

shortcomings in the recruitment,
promotional processes.

the selection and the

Chapter VIII spells out the

most critical problem oF the Saudi Civil Service,

i.e.,

the shortage oF skilled manpower.
In short, all three chapters reveal that the system
.suFFers From the Following deFects:
1.

lack oF eFFective organization

2.

lack oF eFFicient planning

3.

shortages oF adequately trained personnel

4.

corruption and the practice oF Favoratism and
nepotism in the public service
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5.

lack of proper communication

6.

lack of effective coordination

Hence the adoption of a sophisticated Western civil
service model which has been into effect for the last
four and a half years has not salved these major
problems.

In fact new problems appeared on the scene

as these three chapters demonstrated.
The third hypothesis is concerned with the lack of
specialization as the major cause of disorganization
and low performance.

The analysis of the position

classification system reveals that the classification
plan is very misleading as far as titles are concerned.
There are tens of thousands of employees who perform
work in total contradiction of their position titles.
There are also many professionals,
chemists,

engineers,

such as geologists,

who perform purely administrative

or clerical work.
Such ambiguities in titles and specialization are
very confusing and in total contradiction with
classification and organization principles and certainly
a major cause for low performance and lew productivity
in the public service.

Furthermore this ambiguities

undermine the usefulness of all personnel functions
such as training programs,

promotional policies,

control and so forth which are designed,

on the

transfer,
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assumption that the nature of work represents the actual
title in each position.
The Fourth hypothesis,
ductory chapter,

as mentioned in the intro

is concerned with the affect of the

lack of communication on the productivity of employees.
Chapter VI discusses the gap which exists between the
older bureaucrats and the young university graduates.
The discussion reveals the growing isolation between
the two groups due to different educational orientations
and outlook.

This isolation is taking place both

socially and in the work place ana is causing lack of
understanding between the two groups as well as low
morality and low productivity in the public service.
The fifth hypothesis is concerned with the
deficiencies caused by the conservative attitude of
the elder bureaucrats who are unwilling to accept new
methods and modern changes in the structure and functions
of their departments.

Here again comes up the conflict

between the elder bureaucrats and the young graduates.
The elder bureaucrats generally tend to keep things
static in order to avoid the challenge of the younger
graduates.
The young graduates come to the civil service with
high aspirations of improvement and changes but soon
they discover that there are limits on their role in
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affecting these changes and improvements.

This conflict

militates against the effective utilization of the
young graduates in position of higher responsibilities.
Finally,

the sixth hypothesis deals with the lack

of effective training and sound educational programs
and their negative effect on the public service.
Chapter VIII deals with the scope and effect of this
problem rather thoroughly.

This is indeed the most

critical problem facing the Saudi Arabian government
today.
Chapter VIII analysis the educational system and
the manpower development system and reveals the
weaknesses of the educational and training programs.
The discussion suggests also certain recommendations
to improve both systems and to increase their effective
ness.

In summary,

these recommendations are:

[1] a

heavy emphasis on the quality of education and modern
methods of learning rather than the present emphasis
on the number of schools,

[2] priorities should be given

to professional, technical and vocational education
rather than the present emphasis on human, religious,
and social studies,

[3] the establishment of a high

administrative unit to coordinate the policies ancJ
educational programs of the different education
authorities,

[4] the mass media should be used to

2 6 9

improve the negative image of vocational and technical
education,

[5] short-hun technical and vocational

programs would provide the public service with badly
needed skilled and semi-skilled personnel,

[6] public

employees should be stimulated and encouraged to complete
their education through evening schools and through
special educational programs by the five universities,
C7] the government should increase its mission abroad
for public employees to obtain efficient training and
modern methods of administration,

[8] all five univer

sities should establish educational programs in public
administration as pre-service training for government
managers and administrators, [9] the Institute of Public
Administration should expand its present preparation
programs for the lower and the middle level employees
of the public service,

CIO] the government should

increase the salaries and wages of vocational and
technical positions to attract more individual to the
relatively isolated vocational education,

[11] the

government should also improve working conditions and
develop methods of protecting employees and workers in
the vocational and industrial sectors in order to
promote the popularity of the technical and vocational
education,

[12] the government should establish direct

contact with families and individuals to provide them
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with advice and consultations for manual and technical
training,

and finally,

[13] incentives,

rewards,

allowances should be provided for those demonstrating
high competency in the training programs.
As stated earlier,

the most critical problem of

the Saudi Arabian civil service is the shortage of
people to carry out government programs and policies.
The above suggestions,

in my judgement would improve

the capabilities of the educational and manpower
development systems to provide the public service
with adequately trained and well qualified personnel.
The third objective of this study was to examine
the impact of the present economic boom on the civil
service.

The proceeding chapters demonstrate some negative

and other positive aspects.
discussed earlier.

The negative aspects were

In summary,

they are:

Cl] the

severe competition between the public and the private
sectors in which the private sector attract professional
and highly trained personnel,

C2] the emergence of a low

prestige image of government jobs,
corruption in the public service,

C3] the increase of
[4] the high rate of

inflation which undermine the stability of government
salaries,

[5] frustration and low morality of government

employees as a result of limited income and high rate
of inflation,

[6] the increasing activities and programs
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of the government without sufficient manpower to execute
them,

[7] the increasing dependence on foreign manpower.
These are some of the negative effects of the

present economic boom which hinder the capability of
the personnel administration to cope with the challenges
of modernization and soci-economic development.
However in emphasizing the disadvantages of the
economic boom we should not overlook its advantages
for the Saudi Arabian civil service.

The advantages

could also be summarized as follows:

[1] it enables

the government to undertake vast economic, social,
industrial and technological changes in the society
to improve the living conditions of the people,

[2] the

civil service has been able to attract professional
and experts from outside the country to participate
in the developmental process,
institutions,

[3] scares of educational

schools and universities have been

established to provide the public service with manpower,
[4] all ministries and government agencies are sending
employees abroad for better educational attainments and
better training,

[5] the personnel administration has

created more public jobs and stimulated the employment
process in the country,

[6] the government has been

able to penetrate rural and remote areas in the country
to change the style of living of the Bedioun and nomads
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and to involve them in the transitional process of
the society.
The fourth and Final goal of this dissertation,
as stated in the introductory chapter,

is to shed

some lights on the problems of personnel administration
in developing countries and to contribute to betterunderstanding and better explanations in comparative
administration.
A close examination of the proceeding chapters
reveals a certain familiar pattern which is typical,
in a varying degree,

in the civil services in many

developing countries.

Personnel administration in

these societies suffer,

generally,

from the same

problems outlined in this dissertation.
of skilled manpower,

corruption,

lack of effective

organization, lack of efficient planning,
and nepotism,

The shortage

lack of communication,

educational and training programs,

favoratism

inadequate

adoptation of

sophisticated Western models of administration without
regard to local and environmental conditions,

lack of

coordination in establishing policies and programs,
all seem familiar problems of most transitional societies.
Thus

by exploring and critically analyzing these

problems in the civil service of Saudi Arabia, and by
introducing these approaches to cope with them, the
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author hopes he has contributed to better understanding
of effective personnel administration in his country
and better explanations of recurring problems in
comparative administration.
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GENERAL PERSONNEL REGULATION
PART 1
POSITIONS

Article 1 .

Merit is the basis For selecting employees
to Fill government positions.

Article 2 .

Positions are classiFied into classes and
each class includes positions that are
similar in nature, duties, responsibilities
and required qualiFications. The description
oF these classes shall be in compliance with
provisions oF article 3.
Positions, however, may be, classiFied
gradually according to rules approved by
the Council oF Ministers.

Article 3 .

1.
2.
3.
4.
5.

Description oF each class shall include
Following:

the

The title which distinguishes it From other
classes.
The grade level according to the salaryscale attached to these regulations.
General description oF the duties and
responsibilities.
Analytical description oF the duties and
responsibilities.
Description oF minimum qualiFications
required to Fill the position i.e. academic
background, work experience and the level
oF skill required.

PART II
EMPLOYEES
CHAPTER I
APPOINTMENT. PROMOTION AND TRANSFER
Article 4.

The person who is to Fill any position must
meet the Following conditions:
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1.

2.
3.
4.
5.
6.

7.

Be a Saudi National.
Non-Saudis however
may be appointed on temporary basis in
positions that require qualifications not
possessed by Saudis after getting the
approval of the General Personnel Bureau
CBPB].
Have completed 18 years of age.
Be physically fit for service.
Be of good conduct and manners.
Meet the qualifications and conditions’
required for the job.
Should not have been convicted or sentenced
to imprisonment because of a moral crime or
because of an act of dishonesty unless at
least five years have passed since the date
of executing the verdict.
Should not have been discharged from govern
ment service for disciplinary reasons unless
at least 5 years have passed since his
discharge.

The Council of Ministers may exempt applicants from
one or more of the above conditions.
Persons appointed
by Royal Decrees are not subject to the aforementioned
conditions.
Article 5 .

Positions of the 11th grade level and above
shall be filled by appointment or promotion
according to a decision of the Council of
Ministers.
Positions of the 10th grade
level and below shall be filled by appoint
ment or promotion according to a decision
by the concerned Ministers.
Positions of
the Royal Court shall be filled by a Royal
Decree.

Article B .

The GPB announces the vacant positions the
appointment in which is made by a decision
of the concerned Minister.
Applicants to
vacant positions are subject to exams
prepared by the GPB in accordance with the
requirements of the vacant position and
the civil service.

Article 7 .

Announcing vacancies, accepting applications,
administering exams, announcing results,
preparing the eligible list and other related
affairs are to be carried out according to
regulations laid down by the GPB.
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Article 8 .

1.
2.

Without any violation to the appointment
conditions, the GPB shall prepare the list
of candidates For filling vacant positions
in the fallowing manner:
Candidates layed-off the service.
Eligible lists according to the results of
the exam.

Article 9 .

The concerned minister shall issue the
appointment order upon the nomination made
by the GPB and in the order stated in
Article No. 8 . However, the concerned
Minister may, with the approval of the
President of the Council of Ministers, not
abide by the same order as stated in the
layed-off and eligible lists.
Or he may
overlook the list of the layed-off and go
to the one of eligibles.

Article 1 0 .

Should the employee fail to report to his
office within 15 days of the date of his
appointment without a valid excuse, the
appointment decision will be cancelled and
considered as if it was not made.

Article 1 1 .

The newly appointed employee shall be put
on probation for a period of one year.
If
it was proved at the end of this year that
the employee was fit, the authority that
appointed him shall issue a decision con
firming his appointment.
If the employee
on the other hand does not prove fit, the
authority that appointed him shall have
the right to discharge him, and in this
case the employee shall not be entitled to
any of the rights enjoyed by employees.
The rule of this article does not apply
to those appointed by a Royal order or by
a decision of the Council of Ministers.

Article 1 2 .

Employees shall be promoted or transferred
to vacant positions according to classification
rules spelled out in Article Two.

Article 1 3 .

No employee can be promoted or transferred
to a position for which he does not meet
the required qualifications and conditions.
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Article 1 4 .

No promotion shall be considered effective
before the relevant decision on such
promotion is issued.

CHAPTER 2
DUTIES

Article 1 5 .

The employee shall refrain from committing
acts that might prejudice the honor and
dignity of the job whether inside or outside
the office.

Article I S .

The employee shall observe decorum in his
behavior to the public, superiors, colleagues
and subordinates.

Article 1 7 .

The e m p l o y e e ’s working time must be devoted
to performing the duties of his job.
He
shall also carry out the-instructions and
orders loyally and promptly within the
confines of regulations and procedures.

Article 1 8 . Every employee is responsible for his acts
and for the progress of work falling under
his jurisdiction.
Article 1 9 . The employee shall not in particular:
1.
2.
3.
4.
5.

6.
7.

Abuse his powers.
Exploit his powers for individual pursuits.
Accept or request bribe in any of the forms
stated in the Bribe Control Regulations.
Accept gifts, gratuities etc. in person or
through a medium, from business men.
Disclose the secrets he has access to by
virtue of his position even after he quits
his job.
Be directly or indirectly engaged in
commercial activities.
Participate in founding companies, accept
membership in the board of directors, or
perform any kind of work in such companies
or in any commercial enterprise unless
appointed in such positions by the govern
ment or issued a license by the Council of
Ministers.
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Article 2 0 .

1.
2.
3.

4.

5.

B.

Article 2 1 .

An employee is not allowed to combine between
his job and another profession.
An exception
to this is when licensing For work in a Free
profession is given to those people whose
profession is needed by the country and will
serve the public interest.
This permission
is given through a Council of Ministers
decision according to the request of the
concerned minister and after consulting the
President of the GPB.
This license may only
be issued to employees according to the
following conditions:
The employee shall be of the 13th grade
level or below.
He shall meet the conditions required for
the practice of the given profession.
No relation whatsoever, must exist between
the emplo y e e ’s official work and his outside
activities, lest he should use the power of
his position to promote his private
activities, or the activities of whom
soever he works for.
The employee’s professional activities
must be carried out outside his working
hours.
The emplo yee’s professional activities shall
not in any way interfere, or hinder perform
ance of his job duties.
The employee shall not perform any kind of
work that has something to do with the
Ministry or agency for which he works.
The license referred to in Article 20 shall
be valid for two years, and may be extended
for another period or similar periods,
according to the procedures listed in this
article.
This license will automatically
expire if one of the conditions listed was
missing.

CHAPTER 3
SALARIES AND INCREMENTS

Article 2 2 .

The employee shall be given the salary of the
first step of the position he is appointed to.
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Should the employee’s salary be equivalent
to or in excess of the salary of the position,
he shall be given the salary of the first
step exceeding his salary at the date of
appoin t m e n t .
Article 2 3 .

Should a layed-oFF employee be reappointed
to a job of the same grade level as the one
he held before being layed-off, he shall be
paid a salary equivalent to the pay he was
receiving when layed-off.
IF, on the other
hand, he was reappointed to a position of a
lower grade level, he shall be paid the
salary of the First step that exceeds his
previous pay.
Again if his previous salary
was in excess of the pay of the last step
of the position, he shall be appointed to
this p o s i t i o n ’s step.

Article 2 4 . The employee shall be entitled to his salary
as of the First day he reports to his work.
Article 2 5 . The promoted employee shall be given the
salary of the First step of the position he
is promoted to.
Should his salary at the
time of promotion be equivalent or in excess
of that of the First step, he shall be given
the pay of the First step that exceeds his
sa l a r y .
Article 2 6 . The employee shall be entitled to an annual
increment in compliance with the pay-scaie
attached to this regulation.
He shall be
promoted From the step he holds to the next
step within the same grade.
The promotion
shall take place on the First of Muharram
of the consecutive year to the date of
completing one year of service in the
previous step.
A condition For paying the
increment is that he should have work
continuity in the step he was promoted
From.
Article 2 7 . Employees suspended From duties and likewise
shall be entitled to half pay.
IF after the
enquiries the employee proved innocent or a
punishment other than discharge was inflicted
on him the amounts received would be deducted
From his regular salary.
IF on the other
hand, he was discharged he shall be liable
to paying all the amounts he received.

2 9 2

Article 2 8 .

An employee’s pay shall only be withheld on
order From the concerned authority Cother
than alimony] and provided the amount
withheld does not exceed one third of his
pay.

Article 2 9 .

Without any violation to the provisions of
these regulations, the employee shall not
be entitled to the pay For the days he does
not attend work.

CHAPTER 4
ALLOWANCES, REWARDS S COMPENSATIONS

Article 3 0 .

An employee sent on oFFicial mission shall
be entitled to a daily allowance For every
night he spends outside the location oF his
work according to a by-law issued by the
Council oF Ministers.
This by-law will
determine the increase in the allowance iF
the mission was outside the Kingdom.

Article 3 1 .

IF the government provides the employee
sent on a mission with lodging and boarding,
he shall be entitled to only one Fourth oF
his allowance.
IF, on the other hand,
lodging is only provided, the employee
shall be entitled to halF the allowance.
The allowance shall not be aFFected iF the
employee spends a certain period aboard
any transportation means or iF tents and
the necessary living equipments are provided.
The allowance shall not be also aFFected iF
Food and housing are provided by any authority
other than the Saudi Government.

Article 3 2 .

The allowance shall be counted From the date
oF the employee’s departure From his original
work location and shall end by his return.
It shall be only paid For the days required
For completing the mission.
Should the
employee become sick while on a mission,
he shall be entitled to an allowance For
his days oF sickness provided he inForms
his parent department oF his sickness and
aFtBr approval oF the department oF his
stay.
The allowance paid For the period oF
sickness shall net however exceed 15 days or
one halF the days oF the mission whichever
is less.
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Article 3 3 .

A one-day allowance shall be paid to the
employee who completes his mission in one
day and reports to his office on the same
day.

Article 3 4 .

Employees shall not be sent on missions
outside the place of their work for a period
or periods exceeding sixty consecutive days
except by approval of the President of the
Council of Ministers.

Article 3 5 .

A transferred employee shall be entitled to
an allowance for the days of travel provided
they do not exceed 3 days.

Article 3 G .

Allowance regulations may apply to non-civil
servants who are sent on an official mission
by a decision of the concerned minister.
The M i n i s t e r ’s decision, however, shall
specify their grade as though they were
official employees.

Article 3 7 .

Employees whose jobs require them to be on
continuous travel shall be paid a monthly
allowance to be fixed by a decision of the
concerned minister provided such allowance
does not exceed one third of the e m p l o y e e ’s
monthly pay.
The GPB shall, in consulation
with the concerned authorities, specify
such jobs.

Article 3 8 .

An employee may, by a decision of the co n 
cerned minister, be given a specific assign
ment or charged with an official mission.
If this duty is an administrative one outside
the realm of his position, and if he carries it
out in addition to his basic job, he may be
entitled, after getting the approval of the
President of the Council of Ministers, to a
monthly allowance not exceeding half of his
pay or one half the pay of the other job
whichever is less.

Article 3 9 .

An employee may be paid a financial reward for
overtime work.
The overtime pay shall be
computed on the basis of his pay per hour,
knowing that the average monthly working
hours are 175.
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Article 4 0 .

1.
2.

3.

4.

The reward provided For in Article 33
above, shall only be paid if the following
conditions are met:
The employee shall not be in a position of
a grade level higher than the sixth.
The employee shall not be one of those
whose work does not require them to abide
by office hours.
A decision charging the employee with over
time work and defining the kind of work to
be done and the number of hours needed to
perform the assignment shall be issued by
the concerned minister.
The Minis t e r ’s
decision shall also state that the over
time work is not the result of the
e m p loyee ’s inefficiency or negligence but
because i t ’s impossible to carry out during
office hours.
Pay for overtime shall not exceed one half
of the employee’s daily pay.

Article 4 1 .

The employee authorized to work on Fridays
or during the feasts shall be exempted from
the conditions laid down in Article 40.
He
shall be entitled to a reward computed on
the basis of overtime hours no matter what
his grade level shall be.

Article 4 2 .

An employee who is transferred from one city
to. another shall be entitled to an allowance
equivalent to two montns pay on condition
that it is not less than SR 1000 and not
more than SR 3000.
Such an allowance is
paid to the employee for transporting his
family and shipping his furniture and
personal effects.
If the transfer was from
a place outside the kingdom or vice-versa
from one place to another outside the
kingdom the actual costs of transporting
his furniture and personal effects shall
be paid provided these costs do not exceed
SR 5000.
The employee shall in addition be
issued travel tickets for himself and for
members of his family.

Article 4 3 .

An employee sent on a mission inside the
kingdom for a period or consecutive periods
that exceed 30 days shall be entitled to a
travel allowance in the fallowing manner:
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1.

2

.

If the mission is inside the kingdom, he
shall be entitled to an allowance equivalent
to two months pay on condition that the
amount paid shall not be less than SR 1200
and not more than SR 3000.
Such allowance
is paid to the employee For transporting
his family, furniture and personal effects
from the original location of his work to
the new place and vice versa.
IF the employee was sent on a mission o u t 
side the kingdom or vice-versa or was sent
from one place to another both outside the
kingdom, he shall be issued not more than
4 travel tickets for himself and his wife
and children.

Article 4 4 . The employee shall be entitled to round trip
air tickets in the following cases:
1.

2.

3.

4.

If he is sent on a mission inside or outside
the kingdom for a period not exceeding
90 days.
If he is called by the government to testify
before any court or authority outside the
location of his work.
If he is called to appear before a medical
committee, an investigation staff or a
court.
If he gets a sick-leave including a
recommendation to be treated in another city
inside the kingdom.

Should the e m p l o y e e ’s destination not have an airline
service, he shall be entitled to the rent of a small
size car if he is of the 11th grade level or above
and to a one-passengerfare for lower grade levels.
The department for which the employee works may, as
an exception, provide him with a suitable means of
transportation.
Article 4 5 .

1.

An allowance equivalent to two months salary
and not more than SR 2000 shall be paid to
the employee in the following two cases:
If the employee is appointed to a government
position for the first time after these
regulations are put into effect.
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2.

Article 4 6 .

1.
2.
3.

IF the employee is layed-oFF in compliance
with the provision oF Article 69.
An allowance equivalent to 3 months salary
shall be paid to the employees in the
Following cases:
Termination oF service due to disability.
Retirement i.e. [iF the employee reaches
retirement age].
Death.

Article 4 7 .

IF an employee, while perForming his duties,
becomes totally or partially disabled, or iF
he is struck by a permanent inFirmity which
do not prevent him From perForming his duties
shall be entitled to an indemnity decided
upon according to the Social Security
Regulation.
The GPB shall issue a decision
deFining the procedures to 30 Followed to
prove that the accident happened because oF
the perFormance oF the work.

Article 4 8 .

The Council oF Ministers may decide to pay
allowances, compensations, and rewards other
than those provided For in these regulations.

CHAPTER 5
LEAVES

Article 4 9 .

An employee shall be entitled to a 30 days
leave For every year oF service, to be paid
in Full and in advance on the basis oF the
emplo y e e ’s last salary.

Article 5 0 .

The employee shall not be entitled to a
regular leave For the Fallowing periods:

1.
2.
3.
4.
5.

The
period oF an exceptional leave.
The
period oF suspension From duties, likewise
in case oF conviction.
The
period oF a study leave.
The
period oF loan.
Period oF absence with or without pay when the
employment terminates at the end oF the
absence period.
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Article 5 1 .

Regular leaves may be accumulated up to
90 days per annum.
The regular leave may
also be divisible provided the period For
each leave shall not be less than 15 days.

Article 5 2 .

The department For which the employee works
shall determine the emplo y e e ’s leave time.
The regular leave may not, except in
emergencies, be postponed, and For a period
not exceeding three years.
IF exceptional
conditions For the postponement oF the leave
For more than that period exist, compensation
is allowed the employee through the decision
oF the Council oF Ministers.
The compensation
will be For the period excluding his three
y e a r s ’ leave.

Article 5 3 .

Should the employee’s service be terminated
he shall be entitled to no more than 90 days
or to the period he is entitled to at the
time these regulations are eFFective which
ever is more.
By way oF compensation, he
shall be paid his dues For the period,
according to the last salary he received.

Article 5 4 .

By way oF exception to provisions oF
Article 50, an employee who is sentenced
to imprisonment that does not necessitate
his discharge, shall have, iF he so desires,
the right to consider all or some oF the
sentence period as part oF his due leave.

Article 5 5 .

An employee shall be entitled to a sick leave
every three years, equal to 3 months with
Full pay, 3 months with halF pay, three months
with one Fourth pay, and six months without
pay.

Article 5 6 .

An employee who is injured or becomes sick
while on duty or as a result oF perForming
his duties and not because oF a Fault on
his part, shall be entitled instead oF the
sick leave provided For in Article 55 above,
to 12 months with Full pay and 6 months with
halF pay.
In case a medical committee
decides that the employee should be treated
abroad he shall be paid travel and treatment
expenses within the period prescribed in
this article and according to the by-law
issued by the Council oF Ministers.
The
GPB shall issue a decision deFining the
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procedures that have to be Followed to prove
that the accident happened during or because
of the e m p loyee’s performance of his duties.
Article 5 7 . The employee, upon approval of his super
visor, in emergency cases, is entitled to a
leave of absence with Full pay For a period
not exceeding Five consecutive days on
condition that the number of these leaves
does not exceed 10 days in every Fiscal year.
Article 5 8 . An employee who possesses a high school
diploma or an equivalent certificate may
be granted a study leave according to a
by-law issued by the Council of Ministers.
Article 5 9 . An employee may upon a decision of the
concerned minister and it reasonably
justified be granted an exceptional leave,
not exceeding six months, without pay.
Article B O . Female employees shall be granted a maternity
leave with Full pay For 75 days, thirty days
of which will be counted as an ordinary leave.
Article 6 1 . A Female employee shall be entitled to a Fully
paid leave after the demise of her husband.

CHAPTER B
LOAN

Article 8 2 .

The services of the employee may upon a
decision of the concerned minister and his
Cthe empl o y e e ’s] approval be borrowed by
private or public corporations, Foreign
governments or international organizations.
Lending the services of employees of the
11th grade level and above shall be made
with the approval of the President of the
Council of Ministers and the loan decision
may be cancelled before the expiration
date.

Article S 3 .

The loan period shall be considered a part
of the e m p l o y e e ’s service and the pension
Fees shall be computed on the basis .of his
basic salary and the salary increments
should he get any.
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Article 6 4 .

The period of loan shall not exceed two
consecutive years.
It may be extended For
a period or periods not exceeding two
consecutive years by a decision of the
Council of Ministers.
The total period
of loan shall not, however, exceed six
consecutive years.

Article 6 5 .

The salary of the employee who is on loan
shall be stopped as of the date he leaves
up till the date of his return.
The loan
ing department [i^ public interest
necessitates it] may, with the approval
oF the President oF the Council oF Ministers,
pay all or part oF the employee’s salary.
An additional Financial reward the amount
oF which shall be determined by the Presi
dent oF the Council oF Ministers may be
paid to the employee on loan outside the
Kingdom.

CHAPTER 7
TERMINATION OF SERVICE

Article 6 6 .
1.
2

.

Article 6 7 .

The employee shall have the right to request
termination oF his service through:
Resignation.
Request For retirement beFore he reaches the
retirement age as speciFied by the retirement
regulations.
A resignation is a written request submitted
by the employee to his immediate supervisor,
expressing his desire to quit service.
Termination oF service shall only be valid
aFter a decision accepting the employee’s
resignation is issued by the concerned
minister or at the end oF BO days From the
date oF submitting the request.
The
concerned minister may, however, notiFy
the employee during the 60 days period oF
the department’s desire to postpone the
date oF termination oF service For a period
not exceeding six months From the date oF
submitting the resignation, should the work
interest necessitate this.
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A r t i c l e B8 .

T h e department may terminate the employee’s
s e r v i c e under the following circumstances:

1.

i f he does not carry out the transfer order
w i t h i n fifteen consecutive days of the
oi-cder’s date and with no valid reason.

2.

i f he does not report to his work for
f i f t e e n consecutive days with no valid
reason,

3.

i f he does not report within fifteen days
□ t the end of his leave, training period,
l o a n or any similar official leave of
apserice, to his office with a legal reason.

A r t i c l e 69.

wi'bh consideration to provisions of transfer,
a n employee whose position is abolished may
b e transferred to another position of the
sg m e grade level within the same ministry
or~ agency.
Should this be not possible he
m a y be transferred to a lower grade level
position, an d in this case the provisions
Q f Article 23 of these regulations shall
apply.
In case he does not want to be
t r a nsferred or should a vacant position
n o t be available his services shall be
terminated •

Article 70.

employee’s service shall be terminated if
he were physically disable to carry out
t h ® responsibilities of his job.

A rti c l e 71.

T h ® employee shall be discharged by
o f law in the fallowing cases:

1.
2.
3.

the power

if
h e is convicted in court.
if
h e is sentenced to imprisonment because
o f committing an act of dishonesty.
if
h e is sentenced to more than one year
imprisonment.

T he discharge shall be considered in these cases as a
disciplinary action.
A r t i c l e 72.

employee may upon the issuance of a Royal
□e p r e e or a resolution of the Council of
stars, be discharged if such dismissal
w a ^ in the public interest.
The discharge
s h ^ H be considered a disciplinary action
if I t was spelled out in the Royal Decree
or t be Council of Ministers resolution.
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Article 73.

An employee shall be Farced to retire by
law when he reaches BO years of age.
The
Council oF Ministers may extend the
em p l o y e e ’s service until he reaches 65 years
oF age.

Article 7 4 .

Should the e m p l o y e e ’s service be terminated
according to the provisions oF article B8 oF
these regulations or For disciplinary
reasons, he shall be denied the right to
compensation For the leave period stipulated
in article 53 oF these regulations.

Article 7 5 .

An employee whose services are terminated
may upon the approval oF his supervisor be
leFt in the service For a month iF he has
to hand over materials and equipments in
his custody to another employee.
Theperiod may be extended For another month
only upon a decision oF the concerned
minister.
The employee shall be granted a reward
equivalent to his pay during the said
period; iF the handing over process were
delayed beyond the two months and the
department was not responsible For such
delay, he shall complete the assignment
without pay.

PART III
GENERAL AND PROVISIONAL RULES

Article 7 6 .

The Minister may delegate seme oF his powers
as stated in these regulations according to a
by-law issued by the Council oF Ministers.

Article 7 7 .

The head oF an independent agency shall have
the same authority on the employees oF the
agency as the Minister has on the employees
oF his ministry.

Article 7 8 .

Without any violation to the provision oF
article 38 oF this regulation an employee
may not Fill more than one position.
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Article 7 9 .

Training of employees shall be considered as
part of the regular work duties, whether this
training took place within or after office
hours.
All ministries and government agencies
shall provide training for their employees
each within his field of specialization
according to a by-law issued by the Council
of Ministers.

Article 8 0 . Employees shall be sent on scholarship if
deemed necessary according to a by-law issued
by the Council of Ministers.
Article 8 1 . Periodical reports on each employee shall be
prepared according to a by-law issued by the
Council of Ministers.
Article 8 2 . Interrogating an employee and subjecting him
to disciplinary actions shall be in compliance
with the Personnel Disciplinary Regulation.
Article 8 3 . Certain positions may be excepted from some
provisions of these regulations by a
resolution of the Council of Ministers
taken upon the recommendation of the GPB.
Article B 4 . Active cadre employees at the time of putting
these regulations into effect shall be
classified according to the attached payscale and in compliance with the rules laid
down by the Council of Ministers.
The
classification shall be subject to amendment
to the classification rules provided for in
Article 2 of this regulation.
Article 8 5 . Without any violation to the provisions of
Royal Decree No. 43 dated 23/11/77, this
regulation shall replace all personnel
decisions and regulations with respect t o :
1.

2.

Article B 6 .

Employees subject to the provision of the
General Personnel Regulation issued by Royal
Decree No. 42 dated 29/11/77.
Employees to whom the said regulation is
considered as supplement to the regulation
that they were subject to.
The Council of Ministers shall have the right
to interpret this regulation.

ABSTRACT

This is a critical study of the Civil Service of
Saudi Arabia.

It is an attempt to evaluate objectively

the role oF the public personnel system in the Saudi
society.

The study has Four interrelated objectives.

The First is to provide critical analysis oF the
evolution oF the personnel administration in.the
country since the emergence oF modern Saudi Arabia
to the present time.

The assumption here is that

the basic pattern oF the present Saudi Arabian Civil
Service System is an imitiative rather than an
indigenous one.

It has its origin in western culture.

Thus the system is traced to its original western model.
The second goal oF the study is to provide a
critical analysis oF the various Functions oF the
present personnel system.

Hence,

the study examines

the General Personnel Bureau with respect to its
structures,

Functions,

organizations and perFormance.

The third abjective aF this study is to examine the
impact oF the present economic boom on the civil service.
It is the assumption oF the author that the present
economic boom has hindered the capabilities oF the
personnel system to cope with development and change
eFFectively.

The last objective of the research is to contribute
to better understanding and better explanation in com
parative administration.

Through the analysis and

evaluation of the Saudi Arabian Civil Service as well
as the introduction of certain approaches to the problems
presented,

the author hopes to shed some lights on the

problems and difficulties facing administrators in
developing countries.
The study is divided into three main parts.

Part

one is concerned with reviewing the literature on
comparative public administration with particular
emphasis on administrative development in the new nations.
It consists of one chapter namely Chapter II.
of the study is historical

in nature.

Part two

It includes

three chapters and it critically traces the personnel
system to its western origin.
The third part analyzes critically the present
civil service of Saudi Arabia.
chapters,

It includes four

i.e., chapters six through nine.

This part

introduces also certain comprehensive approaches to the
shortcomings of the personnel system.
The primary source of data for this study is based
on Cl] "the available published material on Saudi Arabia,
CE] government documents, reports, and publications on
the civil service of Saudi Arabia,

[3] interviews with

political officials and government managers in the
country, and [4] literature on administrative develop
ment in changing societies.
Findings:

The data examined in this research

confirmed the basic hypotheses of the author.
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